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To 

The Secretary to the Government op India 
IN the Finance Department. 

The Chairman and Members of the Central Pay Commission have the 
honour to report as follows;— 

PART 1 

INTRODUCTOEY 

1. The reference and its scope .—The Resolution [No. F II (ll)-E.ll/ 
46, dated the 10th May 1946] appointing the Commission required them 
"to enquire into and report on— 

“(a) the conditions of service for the Class I, Class II and Subordi¬ 
nate Central Services as well as establishments now designated as mferior 
who are subject to the Civil Services (Classification, Control and Appeal) 
Rules, or the Railway Services (Classification, Control and Appeal) Rules 
and Railway servants, as defined in paragraph 101, State Railway Estab¬ 
lishment Code, Vol. 1 with particular reference to:— 

‘‘(i) the structure of their pay scales and standards of remunera¬ 
tion, with^the object of achieving rationalisation, simplifica¬ 
tion and uniformity to the fullest degree possible; 

(ii) the extent to which the present leave terms should be altered 

and simplified; and 

(iii) conditions of retirement and the extent to which the existing 

regulations in regard to pensions and contributory provident 
funds require simplification; 

(b) the machinery for negotiating and settling questions relating to 
conditions of service which may arise out of differences between Govem- 
ifient and its employees; 

"(c) the principles on which the remuneration of industrial workers 
and daily rated employees of Government should be based”. 

J3y a Resolution dated the 3rd July 1946, “civilian Government 
servants whose pay is charged to the Defence Services estimates” were 
also brought within the scope of the reference. By letter No. D. 293- 
Est. (Spl.)/46, dated the 6th November 1946, the Finance Department^ 
■communicated to the Commission the desire of the Home Department that 
when submitting their report, the Commission should also make recom¬ 
mendations regarding the pay scales for the" new all-India Administrative 
Service and all-India Police Service which it was proposed to form. Letter 
No. F. 42-48/45-E.l, doted the 23rd November 1946, from the Depart¬ 
ment of Education asked for the advice of the Commission in regard to 
the fixation of scales of pay for the Principal and Vice-Principal for the 
Central Training Colleges to be set up in connection with the post-war 
development plan. By U.O. No. D. 6705-E./46, dated the 30th Novem¬ 
ber 1946, the External Affairs Department asked for proposals from this 
Commission in respect of a basic scale of pay for the proposed Indian 
Foreign Service*. 

*Ab the note asked for an early reply, the substance of paragraph 64 of this 
report was communicated to the Finance Department and the External Affairs Depart 
ment^by letters dated the 20th December 1946. 


PAST I 

At the first meeting of the Commission, a letter from the Government 
was placed before them suggesting that, if convenient, their recommenda¬ 
tions in regard to the revision of pay scales might he made available t(> 
Government as early as possible, in advance, if necessary, of the 
recommendations on the other points included in the terms of reference*. 
In answer to a query as to whether the Finance Department expected the 
Commission to fix the pay of each post which is charged to civil estimates, 
or it would suffice if their report indicated generally the rates of pay for 
different Services and for particular classes or categories of posts, the 
Chairman was informed that the Finance Department favoured the latter 
alternative, it being left to the administrative department to decide, in 
consultation with the financial authorities, the question of gradation or 
classification of.posts and their allocation to particular categories for which 
pay scales had been suggested by the Commission. This was confirmed 
by the Finance Department in their letter No. D. 316-Bst. (Spl.)/46, 

dated the 29th November 1946, addressed to the Commission. 

2. Scheme of this re-port .—After giving an account of the proceduje 
adopted by the Commission, the report briefly describes the background 
of the enquiry, the steps leading to the present pay structure and pay 
scales of the Central Services, the events which led to the appointment. 
of this Commission and the circumstances in which they have to make 
their report. Part II of the report deals with the main aspects of tho 
problem, so far as they are common to all departnoents of the Central 
Services. In particular, it deals with questions like (i) classification of 
the services (paragraphs 19 to 83), (ii) criticism of the existing pay 
structure (paragraphs 34 to 41), and (iii) the necessity for .increasing the 
present rates of pay and the lines on which new scales of pay should be 
determined, including a discussion of various suggestions as to the 
minimum and the maximum pay^to be fixed (paragraph^ 42 to 60). In 
paragraphs 61 to 67 some typical scales of pay for the four main Pla.sees 
of the services have been suggested. Claims for various allowanoef- 
(including dearness allowance) have been dealt with in paragraph 71 to 
90. A variety of matters suggested as coming under the general head of 
“conditions of service” have been discussed in paragraphs 106—135. Amend¬ 
ments to the existing rules relating to leave, age of retirement and retire¬ 
ment benefits have next been considered (paragraphs 136—199) and proposals 
for ways and means to settle or prevent disputes between the services and 
the Government have also been made (paragraphs 200—220). Part II con¬ 
cludes with some observations bearing on the question of the remuneratioir 
of industrial workers and daily rated employees of Government, Part III 
makes detailed proposals in respect of the salaries to be pcmd to, and the- 
redress of grievances of, the employees of each of the principal sections 
of the public service in the light of the general conclusions reached in 
Part II. A summary of the Commission’s recommendations is given at 
the end. 

3. Procedure .—^Immediately after the announcement of the appoint¬ 

ment of the Commission, all public servants of the Central Government 
and all other persons interested were invited by a Press Note to communi¬ 
cate their views or suggestions on the topics covered by the terms of the 
reference to the Commission. All Departments of the Government of 
India were asked to furnish for the information of the Commission full 
particulars regarding all appointments under their administrative control. 
Provincial Governments were also requested to afford the Commission 
every facility in the conduct of their enquiry. _ 

•Advance copies of portions of this Report have accordingly been sent to the- 
Finance Department as and when they became ready. 

2 


INTSODDCTORY 


In response to the public invitation above referred to, the Secretary 
to the Commission received more than 950 representations from service 
associations and indmduals setting forth the lines on which (in their 
opinion) their pay and conditions of service should be improved. The 
Commission assembled at Delhi on the 10th July 1946 and at this meeting 
the main lines on which the enquiry was to be conducted were agreed on. 
During the sittings between the 11th and the 15th July 1946, a detailed 
questiormaire (Appendix A) was- prepared in the light of the representa¬ 
tions that had been received from service associations and of other 
materials then available. As it was represented to the Commission that 
some public servants hesitated to send in their representations because 
of the restrictions imposed on them by the Government Servants’ Conduct 
Rules, the Secretary was asked to address the Government in the matter; 
and the Government agreed to afford ample facilities to their employees 
to send in representations to, or give evidence before, the Commission on 
matters falling within the terms of their reference. Between the 20th and 
the 25th July 1946, more than 1,500 copies of the questionnaire were sent 
to persons or bodies who had sent in representations to the Commission 
and to all associations of employees known to the Government. Copies 
were sent to the members of the Central Legislature and to, prominent 
public men; copies were also made available to the public and to the press. 
Replies to the questionnaire have been received from more than 370 asso¬ 
ciations and individuals. 

4. For further elucidation of the material points and at the instance of 
the Services themselves, the Commission decided to give to some public 
men, to several heads of departments and to the representatives of 
numerous associations of service men, an opportunity, of supporting, by 
oral evidence, the points stressed in their replies. Tentative programmes 
were prepared from time to time indicating the associations and persons 
to be called in to give oral evidence. To obviate any suggestion that 
certain groups or associations had been leR out, opportunity of appearing 
before the Commission was given to all associations who had sent in 
representations or given replies to the questiormaire or had expressed a 
desire to be heard. To save time, aU associations or persons with common 
interest were summoned to appear at the same time. Between the 9th Sep¬ 
tember and the 2l8t December 1946, the Commission devoted more than 
50 sittings to this part of their task and examined more than 400 persons 
including heads of departments or representatives of associations. 

5. When the Provincial Governments were notified of the appointment 
of the Commission, they were informed that though the Commission’s 
enquiry was to be confined to the Central Government’s employees, the 
findings of the Commission might be of use to the Provincial Governments 
also in the event of their undertaking any revision of the scales of pay 
of the Provincial Services. Such revision was, in fact, undertaken by 
several Provincial Governments and one of them desired that an oppor¬ 
tunity might be given to it to lay its views before the Commission, as it 
was desirable that the scales of pay for members of Services belonging to 
both the Central and Provincial Govemmer]j;s serving in the same area 
should, as far as possible, be correlated. The Commission decided that 
it would be best to hold an informal Conference with the representatives 
of the Provincial Governments so as to facilitate an exchange of views 
between the members of the Commission and the Provincial Governments. 
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Eight Provinces responded to the Commission’s invitation and the Con¬ 
ference was held on the 16th and 17th October 1946. The substance of 
the views expressed in the course of the Conference has been placed on 
record (Appendix B). 

6. The historical background .—To understand and appreciate some of 
the criticisms urged and the claims made before the Commission, a brief 
review of the steps that led to the fixation of the present pay structure 
and pay scales of the Central Services may be found helpful. Till nearly 
the end of the 19th century, the Superior Services in British India were 
manned almost exclusively by Europeans most of whom belonged to what 
were known as the “Covenanted Services’’. Public opinion was then 
pressing for the Indianisation of these Services and not much attention 
wets paid to the Uncovenanted or Subordinate Services. Indianisation of 
the higher Services was desired for two reasons, (i) political, and (ii) 
financial. It was felt that the proper thing was for the nationals of the 
country to have an increasing share in its administration. It was also 
considered that the scales of salaries fixed on the assumption that high 
scales were required to attract Europeans to service in India imposed an 
unnecessarily heavy burden on the finances of the country. 

7. The Aitchison Commission (1886-87) made recommendations in; 
respect of both the Covenanted and the Uncovenanted Services. It is; 
sufficient here to say that they suggested that, from out of the appoint-; 
ments theretofore reserved for the Imperial Civil Services, some should be 
transferred to a local service to be called the “Provincial Civil Service’’ 
to be recruited for in India in each Province and that below the Provin¬ 
cial Civil Semoe a lower service to be called the “Subordinate Civil 
Service’’ should be formed. Dealing with the relation between the 
Imperial and the Provincial Civil Services, the Commission recommended 
that the salaries of members of the Provincial Civil Service should be 
fixed on independent grounds and should have no relation to those attach¬ 
ed to appointments in the Imperial Civil Service but, as. regards status, 
the members of the Imperial and Provincial Civil Services should, as far 
as possible, |)6 placed on a footing of social equality and (when holding 
similar offices) be graded together on the official precedence list. The 
recommendations of the Commission were not given effect to in the spirit 
in which or to the extent to which they expected them to be acted upon. 
Circumstances compelled further consideration of these and connected 
questions by the Islington Commission (1912—15). 

~ 8. The Islington Commission was asked to examine and report on the 
conditions of service, salary, leave and pension governing the I.C.S. 
and other civil services (Imperial and Provincial), the limitations that, 
still existed in respect of the employment of non-Europeans and the 
working of the existing system of the division of services into Imperial 
and Provincial. The Commission’s . enquiry was limited to the higher 
services. Exploring the possibilities of wider employment of Indians in 
the superior services and the proper method of their recruitment, the 
Commission grouped the services under three heads: — 

(1) Those which in their opinion required a preponderating propor¬ 

tion of British officers (e.g., the Civil Service and the 

Police), 

(2) those services hi which it was thought desirable that there 

should be an admixture of both Western and Eastern 
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elements (e.^., education, military, finance, medicine, tele¬ 
graph engineering, railways and survey of India), and 

(3) the soientdfio and technical services where they held that there 
were no special reasons for having a large number of officers 
recruited from Europe. 

For the first, they decided that • recruitment should continue to be 
made exclusively in England; for the second, they recommended that 
recruitment might be made both in England and in India; for the third, 
they were of the opinion that it should be the aim eventually to recruit 
in India for their normal requirements. 

y. The question of salaries was discussed at some length by the Islington 
Commissiion. They did not concern themselves directly with the prob¬ 
lem of increase of pay on account of rise in prices. Dealing with the 
general’ question of the emoluments payable to public servants, they laid 
down the broad principle that Government should pay so much and so 
much only to its employees as was necessary to obtain recruits of the 
right stamp and to maintain them in such a degree of comfort and dignity 
as would shield them from temptation and keep them efficient for the term 
of their service. Elaborating the application of this principle to the three 
kinds of recruits above referred to, they made some observations on the 
then prevalent salary system and stated “The advantages of equal pay for 
all officers who do the same wort are obvious. Under such a system 
there can be no suspicion that Europeans are favoured at the expense of 
Indians, whilst the danger of racial friction in the services is reduced to 
a minimum. On the other hand, to set in India for the public services 
a standard of remuneration which is in excess of what is required to obtain 
sukiable Indian oflBcfers is to impose for all, time on the country a burden 
which she ought not ..to bear***. If young men who are statutory natives 
of India are paid at European rates owing to the accident of their electing 
for a service in which a certain number of Europeans are required, then 
young men who elect for other services like the Post Office for which 
Europeans are not imported will need to be paid similarly if recruits of 
the same class are to be obtained as at present. The circle of financial 
obligation will thus go on widening and will finally touch the private 
market, particularly in the engineering and educational fields. The choice 
is thus between the two evils of inequality on the one hand and disregard 
of economy on the other.’’ They seem to have thought that their recom¬ 
mendations were calculated to avoid both these evils as far as possible. 
So far however as the Indian Civil Service, the Indian Medical Service 
and certain other Services were concerned, the Commission felt that they 
should take “existing facts’’ into account and they accordingly allowed 
that the members of these services should draw the same pay, whether 
they were Europeans or Indians. For the services to be recruited for in 
India, they drew up separate scales of pay for Europeans and Indians 
respectively. 

They expressed strong disapproval of the graded system of remuneration 
then in vogue and recommended the substitution of an incremental system 
subject to the proviso that no increment should be given as a matter of 
right. Even among time-scales, they expressed a preference for what they 
called the compartment system under which “separate scales are fixed for 
separate groups of officers in each department and a process of selection 
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takes place before an officer can pass from one scale to another or from any 
scale into a selection post”. In the light of the views expressed by them, 
they suggested the following as reasonable scales of pay for Indians in the 
higher services: — 

Es. 250—40/3—450—50/3—500 per mensem for all the higher 
services recruited from the average graduate class and Rs. 300 
—50/2—500—50—1,050 for services requiring higher initial 
qualifications; 

beyond these, they provided selection scales or posts. 

10. The Commission considered that the expression “Provincial Service” 
was misleading when applied to persons holding office in departments 
directly under the control of the Central Government and doing the same 
kind of work as was done by members of the Imperial Service. They 
accordingly recommended the amalgamation of the Imperial and Provincial 
Sections into a single Service. They however recognised that “Where there 
is a large body of work of a less important character to bs done, though of 
a kind which cannot be performed by a subordinate agency, it would be 
obviously extravagant to recruit officers to do it on the terms required to 
obtain men for a higher class of duty. In such circumstances, there must 
be two services or two classes of one service and the lower service or class 
must occupy a position inferior to that of the higher one”. In the result, 
they suggested that over and above the subordinate services there should 
be two classes in the services under the Government of India to be des¬ 
cribed as Class I and Class II. This apparently is the genesis of the present 
classification of the Central Services, though the nomenclature. Class I and 
Class II, seems to have come into vogue only in or about 1926. 

•We have referred to the recommendations of the Islington Commission 
at some length, because they are mainly responsible for the system of 
classification and pay scales now obtaining in this country. Though their 
report was signed in August 1915, its consideration had to be deferred for 
the duration of the war. Final orders on their proposals were passed only 
during 1919-1920; and in doing so, the authorities took into account the 
further rise in prices that had taken place between 1912 and 1920. 

11. The recommendations of the Islington Commission did not go far 
enough to fulfil the expectations of those who pleaded for Indianisation for 
financial reasons. (See the remarks of Mr. Chaubal in paragraph 36 of 
his minute.) Adverting to this aspect of the matter, the Montague- 
Chelmsford Report said'“We think that the standard scale for all services 
should be fixed with reference to Indians recruited in India at rates suffi¬ 
cient to attract the best men available and to give them an income appro¬ 
priate to their position. It may seem inconsistent that Indians recruited 
in Europe should be given the same allowance as Europeans but this is 
the practice in the I.C.S.” The question was again raised before the Lee 
Commission, “whether a basic pay lower than that which obtains at 
present for both Europeans and Indians should be fixed for future recruits, 
Europeans receiving an addition thereto in the form of overseas pay.” 
Paragraph 43 of their report refers to the “sharp cleavage of opinion, 
between the services and the politicians”, political opinion insisting that 
“whilst a high rate of pay may be necessary to attract Europeans, the best 
Indian candidates could be secured on considerably lower terms”. View¬ 
ing the needs of India (as they say) “from a detached and somewhat wider 
standpoint”, the Gommission came to the conclusion that “it would be 
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inadvisable in present circumstances to reduce the basic pay of the 
services”. It is unnecessary to refer here to the allowances granted by 
the Commission to the European members of the services, except,to say 
that they show the over-optimistic view which the authorities then enter¬ 
tained as to the unlimited potentialities of Indian finance. This in .'ome 
measure explains the claims for higher pay put forward by and allowed to 
the other services in India about that time. 

12. Turning for a moment to the services classified as “subordinate” 
and “inferior”, comparatively little information is available as to how 
their emoluments were fixed or revised from time to time. There is how¬ 
ever enough to show that they were being readjusted to changing economic 
and social conditions, though, as an early report says, ‘‘concessions were 
frequently given less to those whose claims were the strongest than to 
those who could make their voices most effectively heard”. As can be 
seen from the observations of the Islington Commission, earlier opinion 
and practice seem to have been definitely in favour of a graded system of 
pay and against the incremental system; and it may be of interest to know 
that a Salaries Commission appointed in Bengal in 1884 (to consider the 
strength of ministerial estabhshments) recommended twenty grades of 
fixed salary starting from Es. 20 and going up to Es. 250. In 1905-06, 
before another Committee dealing with the question, a Judge of Patna is 
said to have remarked that “The custom and feeling of the country is in 
favour of a large staff on low pay” and he thought that the dissatisfaction 
which a reduction of staffs was likely to cause would be greater than the 
satisfaction which an improvement in pay might give. The Committee 
■did not, however, share this view which they thought “a counsel of 
■despair”. 

13. In 1908, a Committee presided over by Sir James Meston (as he 
then was) dealt with the pay and prospecits of clerks in the Secretariats 
•of the Government of India and certain other offices. About this time, 
the clerical establishments of the Secretariat seem to have been divided 
into two divisions (first and second), “the former to comprise all those 
-clerks who are required to deal with the higher class of clerical work and 
the latter those who are employed on work of a routine character”. The 
recommendations of the Committee were made on this footing. The 
•Committee found that the cost of foodstuffs and other necessaries of life, 
house, rents and wages of domestic servants had greatly increased by that 
time, that the standard of living had also advanced and continued to 
■advance and that except in the Finance Department from which clerks 
•occasionally received promotion to the enrolled list, clerks in the Govern¬ 
ment of India Secretariat had practically no hope of securing executive 
appointments, such as were open to clerks in Provincial Secretariats and 
•other offices under Local Governments. They accordingly held that the 
proper course would be to render the conditions of clerical service in the 
Secretariat sufficiently good to offer to its members a career not appre- 
■ciably less attractive than that which was afforded to men of equal educa¬ 
tional qualifications in other branches of the public service. They felt 
that there was much to be said in favour of making the secretariat clerical 
service one to which its members would be proud to belong and of foster¬ 
ing an esprit de corps. In view of the cost of living and the need for 
attracting the proper type of men, they fixed the initial pay for first 
•division clerks at Es. 140. Having regard to the value of his work, bis 
experience and standing and more particularly to the emoluments of non- 
fielection grades in executive branches of the Government service, they 
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held tha]!! a clerk of 25 to 30 gears’ service, who for no fault of his own 
had not risen to a superintendentship, should get a maxipiuui pay of 
Es. 400. The second division they regarded as standing on a different 
footing because its work was assumed to be of a simple or routine character. 
Its recruitment was therefore held to be subject to the ordinary laws of 
demand and supply. They therefore fixed the initial pay for this division 
at Es. 60 and the maximum at Es. 200, adding a personal allowance of 
Es. 25 or Es. 50 after the 28th and 30th year of service. They wer& 
opposed to the incremental system and proposed that in each division 
there should be a considerable range of grades at short intervals of pay. 
Eeferring to Eegistrars and Superintendents, they said “It is a matter of 
high importance that both these classes of officers should be liberally 
paid not only on account of the responsibilities of their work but because 
these appointments are practically the only goals towards which the 
ambition of the first division can press”. They accordingly suggested 
Es. 800 for the Eegistrar and three grades of Es. 500, 600 and 700 for 
Superintendents. In recognition of the importance and responsibility of 
the work done by the Superintendents whom they described as the reposi¬ 
tories of the experience and traditions of their departments, analogous to 
the senior members of the permanent Civil Service in England, the Com¬ 
mittee recommended that they should be granted the rank of gazetted 
officers. They emphasised that the Secretariat stood on a footing of its 
own different from any other offices in India and that it required in its 
clerical staff a higher degree of intelligence, a broader outlook and a more 
discriminating critical faculty than would be expected in other offices. 
We have referred at length to the views and sentiments expressed by the 
Meston Committee because it has been strongly urged before us by repre¬ 
sentatives of what are known as the “attached and subordinate offices” 
that they are entitled to the same scale of pay and the same privileges as 
those serving in the Secretariats. We shall deal with this claim in due- 
course. 

14. Between 1908 and 1928, all classes of public servants under the 
Central Government seem to have had their emoluments increased, in 
some instances more than once. When the economic crisis of 1929-30 set 
in. Government had to review the whole position. To meet the immediate 
emergency, certain percentage cuts were made in the salaries of most 
public servants for four years. On the suggestion of a Eetrenchment 
Advisory Committee, the question of revision of rates of pay for “future- 
entrants” was taken up. Eecommendations in this behalf were made by 
certain sub-committees of the Eetrenchment Advisory Committee; and 
Mr. (now Sir Tenant) Sloan was placed on special duty to examine the 
subject and make proposals. As the system introduced at this revision 
has been the subject of strong criticism, it is necessary to refer to it in 
some detail. 

Stressing the need for reduction of expenditure in view of the conti¬ 
nued deterioration in the financial position of the Government, Mr. Sloan- 
harked back to the argument that the scales of pav for the higher services 
had been fixed at rates calculated to'attract Europeans and that Indians 
of suitable qualifications could be had at lower rates. As there had lately 
been a great fall in prices and as the constitutional proposals then under- 
discussion were expected to lead to radical changes in the administration, 
he thought that the time was opportune "for an attempt to place the- 
scales'of pay on a definitely indigenous basis”. Comparisons were drawn, 
between the salaries prevailing in India and those prevailing in other- 
countries in the West and in the East. Nevertheless, it was finally 
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resolved that Government should proceed on the basis of the existing pay 
structures and should not attempt to revise the scales of pay except from 
the point of view of an all-round reduction. It was said that the Govern¬ 
ment as then constituted should, as far as possible, maintain existing 
standards, though the position might become different with the change 
from a bureaucratic to a responsible form of government. A uniform iier- 
centage reduction was considered undesirable; it was felt that it would 
be better to make heavier cuts at the top. Some co-ordination between 
the Central and the Provincial Services was considered appropriate and a 
sub-committee of a conference of Provincial representatives (in May 1931)> 
seems to have concluded that the pay of Class I officers should be fixed 
at fls. 300 to 1,000 per mensem, that the pay of administrative heads of 
the biggest departments should be fixed at Es. 1,600 to 2,b00, the pay of 
heads of other departments at Es. 1,450 to 1,750, and of deputy heads at 
Es. 1,250 to 1,500. Uniformity of scales as between different departments- 
was not considered practicable. In the light of these considerations, a 
revised scale of salary was drawn up involving a reduction of over 20 per 
cent, in the minimum and of nearly 30 per cent, in the maximum of th& 
existing salaries. 

The question then arose as to the officers to whom the revised scales 
were to be made applicable. Though the revised scales were settled only 
late in 1033, they were made applicable to all persons who had entered 
service after 1st July 1931, because it had then been announced that all 
appointments thenceforth to be made must be deemed to be on the foot¬ 
ing that they would be subject to the new scales. As regards persons 
already in service, it was, after some discussion, decided that the new 
scales should not be made applicable to them, either in respect of offices 
then held by them or even in respect of offices to which they might be 
promoted in due course. There thus came into vogue the system of two 
scales of pay—referred to as the old and new scales—according to which 
among two sets of persons working side by side and doing the same kind 
of work, one set of people have been drawing salaries according to the 
higher scale and the other set are being paid according to a lower scale. 

The Eailway and the Post and Telegraph departments are numerically 
the biggest departments that we.have to deal with; they raise a variety 
of problems which we propose to deal with in two separate Sections. It 
will be convenient to postpone to that stage the history of the pay struc¬ 
ture in those, departments and the account of the revision of salaries, 
that took place therein during the years 1931—34. 

15. War-time measures .—The new scales of pay (of 1931—34) whichs 
were halfheartedly accepted by some sections of the services even at the 
time when they were introduced, proved inadequate to meet the condi¬ 
tions created by the war. The Government of India had to formulate 
measures to protect their employees against the hardships caused by the 
rise in prices. About the middle of 1940, they sanctioned a scheme of 
grain compensation allowance for their lowest paid employees. Under this 
scheme the Central Government employees stationed in the various Pro¬ 
vinces received the same benefit as the respective Provincial Governmenfr 
employees and the scale of benefit was dependent on the actual market 
price of foodgrains. In course of time, it was found that allowances 
based on Provincial schemes which lacked imiformity were unsuitable for 
employees of the Central Government whose conditions of service were 
more or less uniform. With prices continuing to rise, it was felt that 
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the question should be tackled on an all-India basis; and in August 1942, 
the Government of India devised a scheme of dearness allowance which 
replaced the grain compensation allowance scheme with effect from 1st 
August 1942. As relief under the new scheme was granted even to the 
higher categories of public servants whose cost of living was dependent on 
several factors besides the cost of foodgrains, it was considered no longer 
necessary to link the relief to the price of foodgrains. The whole country 
was divided into three areas (A, B and G) in accordance with the difference 
in the cost of living. The classification followed an existing arrangement 
adopted by the Posts and Telegraph Department for purposes of pay 
scales. Subsequently, a number of towns which showed a marked rise in 
cost of living have been upgraded. The beneficiaries were divided into two 
classes, those receiving Rs. 40 per mensem and above apd those receiving 
less. In view of the difference in the wage and standard of living between 
■the two categories, a slightly lower rate of dearness allowance was adopt¬ 
ed for persons drawing less than Rs. 40. This scheme of dearness allow¬ 
ance was also commended to the Provincial Governments for adoption in 
respect of their staff and is still being followed by them, with minor changes 
to Suit their requirements. 

In the first instance, dearness allowance was granted only to non- 
gazetted employees. Later on, the rate of allowance as well as th* 
maximum pay limits of the persons entitled varied from time to time but 
■the increases sanctioned were in no way proportionate to the rise in 
prices. Later still, it was thought proper to grant some relief even to 
higher officers and a war allowance equal to 17^ per cent, of the pay was 
sanctioned with effect from the 1st July 1944 for aU married gazetted 
officers up to certain pay limitts and for non-gazetted officers drawing pay 
above the maximum limits fixed for eligibility to dearness allowance. The 
rate of allowance was however restricted to 7^ per cent, of pay in the case 
-of immarried gazetted officers. The maximmn pay limit up to which war 
allowance is granted to married officers is Rs. 2,000 per mensem and in 
the case of single officers it is Rs. 1,000. This allowance is subject to a 
minimum of Rs. 50 per mensem and a maximum of Rs. 263 per mensem 
in the case of married gazetted officers and a minimum of Rs. 30 per 
mensem in the case of single gazetted officers. 

In the Railways, officers drew dearness allowance on the scale of war 
allowance fixed for Government officers. As regards subordinate em- 
;ployees, the Government of India, after consultation with the All-India 
Railway Men’s Federation, decided on the following scales:— 

Bombay and Calcutta including suburbs—Rs. 3 to those drawing 
Rs. 60 per mensem and below. 

Industrial areas—Rs. 2-8-0 to those drawing Rs. 50 per mensem 
and below. 

Other areas—Rs. 2 to those drawing Rs. 30 per mensem and below. 

‘Certain grain shop concessions were also allowed to the subordinate 
«employees of railways. Subsequent increases in the rates of dearness 
allowance were also made in consultation with the Federation on an ad- 
hoc basis to meet the rise in prices. The rate of relief as well as the 
maxima of pay of the persons eutitled to relief were raised from time to 
time. Similar changes took place in the scheme of dearness allowance 
lor other employees of the Central Government. The arrangements made 
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for the relief of employees in the Posts and Telegraph Department are 
described in paragraphs 106 to 118 of Mr. Justice Kajadhyaksha’s award 
■dated 15th July 1946. 

16. Circumstances leading to the appointment of this Cornmission .— 
As conditions of life became more and more difficult during the later years 
of the war, claims, representations and protests from several sections of 
the services increased. Pinal orders in respect of some of these matters 
were being deferred till after the termination of the war. Certain groups 
of employees who felt conscious of the strength of numbers and organisa¬ 
tion threatened to go on strike. As early as August 1940, a Court of 
Enquiry was constituted under Section 3 of the Trade Disputes Act, .to 
investigate questions raised by workmen employed on the G. I. P. Bail- 
way in respect of the grant of dearness allowance. As the recommenda¬ 
tions of this Committee were not implemented by the Government for a 
long time, a general strike of railwaymen was threatened and a settle¬ 
ment by negotiation was arrived at in June 1946. The hardships and 
grievances of the employees of the Posts and Telegraph Department 
(some of whom had resolved to give notice of strike) were sought to be 
ventilated in the Legislative Assembly; on 7th February 1946, the Secre¬ 
tary, Posts and Air Department, announced in the Legislative Assembly 
that Government intended to appoint “a Commission to go into the whole 
question of scales of wages, pensions and other conditions of service 
for the whole class of Central Government servants, suitable in post-war 
eonditions, as also the question of setting up some machinery for negotia¬ 
tion between Government and its employees, somewhat on the lines of 
the Whitley Councils in the Un'ited Kingdom”. Certain disputes raised 
by the employees of thus Department were also dealt with first by a 
Committee presided over by the Postmaster General, Bombay 
and later they formed the subject of an award by Mr. Justice Eajadhyak- 
sha on a reference under rule 81-A of the Defence of India Buies. Before 
this award was made (in July 1946), certain sections of the Posts and 
Telegraphs employees actually went on a three weeks’ strike and their 
claim was also settled for the time being by negotiation. Apprehending 
that the grant of benefits as above to the railwaymen and to the em¬ 
ployees of the Posts and Telegraphs Department might create discontent 
among the underpaid employees in other departments, the Government 
granted some interim relief to these latter also, pending the revision of pay 
scales in the light of this Commission’s recommendations [see Finance 
Department Memorandum No. F. 11 (3)-E,11/46, dated the 13th August 
19461. 
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GENEEAL CONSIDEBATIONS AND EECOMMENDATIONS 

17. The economic situation today .—As pointed out in the Eesolutioa 
constituting this Commission, circumstances necessitated the appointment 
of the Commission before any degree of normalcy and stabilisation of prices 
had been reached. The following figures relating to the cost of living in 
recent months will give some idea of the present position. Between 1939 
and 1945, there was an average rise in the cost of living of about 175 per 
cent, for the whole of India (see Mr. Justice Bajadhyaksha’s award, 
paragraph 100). During 1946, the working class cost of living index for 
Bombay was 230 for January, 231 for February, 235 for March, 236 for 
April, 237 for May, 247 for June, 255 for July, 254 for August, 257 for 
Septembei, and 251 for October (Indian Labour Gazette for December 
1946, page 267). It has accordingly been suggested in some quarters 
that the Commission would do well to limit themselves to recommending 
short-term measures; but the Commission felt that they-would not be 
fulfilling the duty entrusted to them if they did so. Of course, it was 
realised that it would not be possible to recommend any long-term 
arrangement except with reference to a tolerably stable level of prices of 
foodstuffs, clothing, and other essential commodities; one of our questions 
(No. 9 of the questionnaire) therefore sought advice on this point. 

Present prices are the outcome of factors some of which are excep¬ 
tional and temporary, while others may be expected to continue in opera¬ 
tion for a length of time even during the post-war years. During the war 
years, a considerable proportion of the productive capacity of the country 
was diverted to purposes other than internal and civilian use; and, 
instead of the customary import of manufactured goods, there was a net 
export of manufactured goods from India. Even in respect of the avail¬ 
able commodities, whether agricultural or manufactured, lack of transport 
led to local shortages and impaired confidence led to hoarding and in¬ 
crease of black markets. There was, further, an enormous increase in 
rupee expenditure in the country by the Government, both on its own 
behalf and on behalf of the Allies. With the easing of the transport 
situation, the improvement in import conditions and the cessation of the 
diversion of the productive capacity of the country to war time purposes, 
the temporary factors must in due course cease to operate. The question 
of the continuance or relaxaiiou of controls is attended with several diffi¬ 
culties. In some directions, the policy of controls may have to continue, 
and, to a certain extent, such continuance may act as a stabilising 
factor. Decontrol may be followed by a period of high prices, but it 
generally seems to be accepted that that could only be a phase in the 
progress towards normalcy. The conditions created by cuirency inflation 
are bound to have long-term effects and the results of the operation of 
international factors are not easy to foresee or forecast. Nevertheless, it 
seems to us not unreasonable to assume that, in the not distant future 
there will be an improvement in the production and supply of foodstuffs 
and other essential articles and in the availability of manufactured goods 
(indigenous or imported) so as to ease the present situation and that there 
would thus result a fall in domestic prices and a rise in the purchasing 
power of the rupee. What length of time may elapse before a reason¬ 
able measure of stability of prices is attained, or at what level prices may 
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stabilise, are questioas which can only admit of a tentative answer. But, 
in view of the course we propose to adopt, some uncertainty on these 
points will present no insuperable dhliculty. 

18. Course proposed ,—We have been warned of the danger of raising 
salaries to a level not justified by the level of economic productivity, pf • 
the possible repercussions of an increase of public servants’ salaries on 
business and industry and of the inexpediency of our deahng with the 
problem of salaries without some definite knowledge as to the general 
economic policy of the State. The circumstances we have already narrat¬ 
ed do not permit of any delay in tackling the_ questions referred to the 
Commission. The familiar argument that an increase in salaries and 
wages may itself lead to an increase in prices and thus start the vicious 
spiral of increasing prices and Increasing wages cannot be allowed to sup¬ 
port a claim to keep a large section of people below the minimum level 
of subsistence. If even a small measure of improvement in their posi¬ 
tion will itself tend to produce the efiects of inflation, the State must 
And other ways of counteracting such effects. As to ‘‘general economic 
policy”, we can only assume that the State will follow a policy which 
the best interests of the country demand. After all, if time should show 
that the assumptions or expectations on which our recommendations were 
based had not been justified or realised, it would not be very difficult to 
arrange for a revision. 

We propose to proceed on the assumption that prices, when they 
stabilise, will stabilise at a much higher level than the pre-war average; 
on this basis, we shall make our recommendations as to basic rates of 
salary. Till prices come to stabilise at that assumed level, we propose 
to recommend the continuance of the payment of dearness aUowanoe to 
certain classes of public servants at rates varying with the changes in 
the cost of living index. The advantage of this course is that certain 
anomalies in the existing pay structure which have long been complained 
against may be remedied by recasting the pay structure and at the same 
time mark^ fluctuations in the cost of living may also be provided for. 
In this view, it is not very important to come to any decision as to the 
time when prices may stabilise. We have been told by some that the 
process may take at least five to seven years; others think that a slump 
may follow much sooner than many expect. As to the level of stabilisa¬ 
tion, it has been suggested by many that it might be somewhere about 
a level that will give a cost of living index of anything between 150 and 
200 if we take the pre-war average to be 100. In choosing a figure 
within this wide range as the index with reference to which basic salaries 
are to be fixed, one consideration must be borne in mind, namely, that 
public servants will not be prejudiced if the selected figure turns out to 
be somewhat low because they will be compensated by dearness allow¬ 
ance; but if the figure turns out to be too high, the public exchequer will 
stand to lose, as it will be unusual and impracticable to make deductions 
from the salary of public servants during the months or years when the 
cost of living may be lower than the assumed figure. We accordingly 
think that it would be safe to recommend a scale of basic salaries fixed 
on the assumption that prices may stabilise at a level which will give a 
cost of living index somewhere between 160 and 175 taking the pre-war 
index to be 100. So long as the cost of living continues to be substan-j 
tially higher, some system of dearness allowance must continue in opera* 
tion. The Provincial representatives who met us at the informal confer¬ 
ence were also of this opinion. 
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A.— Classification of the Sbevices 

19. There has been objection from some quarters to the adoption of any 
system-of classificatiion for the Services. It has been urged that such 
classification is likely to promote class consciousness and is thus likely 
to prove detrimental to unity and goodwill. It cannot, however, be 
denied that some kind of hierarchical organisation is unavoidable and we 
can only hope that the growth of a genuine democratic spirit and an 
enlightened social outlook will help people above to shed their 
“superiority” complex and people below to shed their “inferiority” com¬ 
plex. In recent times, the question of “Classification of Services” has 
received considerable attention in many countries. One writer goes so far 
as to say that upon proper classification depends 'The efficacy of recruit¬ 
ment, the possibility of creating a rational promotion system and the equit¬ 
able treatment of people working in difierent departments. Its purpose is 
to set all public servants to the work which is not too difficult nor too easy 
for them to do and. then to treat all who do equal work equally, and wh.jre 
there is a difference in the amount and quality of work done, to proportion 
reward to service. It has been claimed that only a proper classification 
will secure fair treatment to the employees on the basis of their services to 
Government, fair return to the Government for the salary paid to its em¬ 
ployees, and relative fairness to employees in different kinds of position on 
the basis of the nature of the duties performed. 

Some systems base the classification of services on salary rates, while 
other systems classify officers in accordance with the character and import¬ 
ance of the work to be performed. It will, however, generally happen that 
the difference in salary rates will, in a large measure, correspond to the 
difference in the character and importance of the work. But the fact 
remains that the two bases are different. The British system is link¬ 
ed up with the education system of England and the different stages at 
which it^ products enter the public service, the “administrative”, 
“executive” and “clerical” classes being respectively repruited from three 
grades of education. Under the Indian system, the Central Services 
(excluding the all-India and Special Services) are broadly divided into four 
categories. Class I, Class II, Subordinate Services and Inferior Services. 
The Civil Services (Classification, Control and Appeal) Eules Md the 
Railway Services (Classification, Control aW Appeal) Rules rest on the 
authority of Section 241 of the Government of India Act, 1935 (Section 
96-B of the previous Act). Class I comprises certain enumerated posts of 
high rank and each cadre of Class I service has a corresponding Class II 
service. The main distinction is that all first appointments to the former 
are made by the Governor-General in Council, while in respect of Class II, 
a lower authority is empowered to make the appointment. Class I and 
Class II officers generally enjoy gazetted status. “Subordinate Services’ 
consist of posts carrying clerical, ministerial, executive or cut-door duties 
whose incumbents do not enjoy gazetted status. Inferior Services 
comprise posts whose maximum pay does not exceed Rs. 30 and posts 
which are not classified as superior. The statutory ^les link up the power 
of disciplinary control and the right of appeal against disciplinary orders 
with this system of classification of the services. It has been explnmea 
above (in paragraph 10 supra) when and how the description Class I and 
Class II came into vogue. Though the Indian classification is not based 
on the salaiy rates or the character of the work done, it reflects these 
elements also. 
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20. In some quarters, exception has been tuhen to the existing Indian 
classification on the ground that it is based on diSerences in the recruiting 
authority and to that extent perpetuates discriminations characteristic of 
the old regime. As long as the present constitutional set up continues in 
operation, this kind of differentiation is inevitable. Even under any new 
constitution that may come into existence, it is not unlikely that appoint¬ 
ments to the higher posts will be mswie by higher authority, while appoint¬ 
ments to the ranks will be made by subordinate authorities under some 
kind of delegated power. This differentiation cannot, therefore, be regard¬ 
ed as something objectionable in itself. In the statutory rules as they now 
stand, this classification is, as already stated, linked up with differenoea 
in privileges in respect of disciplinary action, right of appeal, etc.; and it 
will not be worthwhile disturbing the scheme by altering the classification 
unless—and except to the extent to which—a change seems neceasa^. 
We raised this question in our questionnaire (questions 1 and 2) maimy for 
two reasons:—(0 because the description “subordinate” and infenor 
services has been objected to as derogatory, and (it) because an amalgama¬ 
tion of classes I and II into a single category of gazetted officers has been 
advocated in some quarters. 

21. Various expressions have been suggested as substitutes for the- 
words “subordinate” and “inferior”; but the suggestion which has receiv¬ 
ed the widest support is that these categories may be described numeri¬ 
cally by calling them classes III and IV respectively. This seems to us tO' 
be the most convenient course to adopt and we recommend accordingly. 
As we are recommending a substantial increase in the salaries of the lowest 
grades, the top limit of class IV services must be raised to Es. 60 (instead: 
of the present limit of Es. 30 for the class of inferior services) so that in 
future class IV will include all posts whose maximum pay does not: 
exceed Es. 60 and which are not included under class III. 

22. The adoption of the English classification into “administrative”, 
“executive” and “clerical” has been recommended by some; but besides- 
the fact that the recruitment system on which this is based in England 
does not correspond to the recruitment system here, there is the additional 
circumstance that it is far from easy in many cases to say whether a parti¬ 
cular office in this country is “administrative” or “executive” because 
many ,officers discharge duties of both kinds. A novel nomenclature is not 
worth importing unless the advantage is clear. 

23. We now turn to the question of amalgamating Classes I and II. 
As explained already, Class I comprises all the regularly organised Superior 
Services {e.g., the Indian Audit and Accounts Service, the Imperial 
Customs Service, Income-tax Service) and certain miscellaneous posts of 
corresponding high rank, while Class II includes posts many of which are 
of the same nature as, and in practice interchangeable with, the junior 
posts of the services covered by Class I and also certain miscellaneous 
junior posts. All the posts in Class I are of gazetted status and so are the 
bulk of the posts in Class II. The latter class, however, includes some 
non-gazetted posts as well, and we shall deal separately with the treatment 
to be accorded to them. For our present purposes, these posts may be 
ignored. 

It is necessary to explain that recruitment to Class I is made primarily 
through a competitive ^examination held by the Public Service Commission 
(and occasionally by selection by them) and to a lesser extent by promo¬ 
tion (with the concurrence of the Public Service Commission) from Class: 
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II. Class II is also in many eases recruited through a competitive exami¬ 
nation held by the Public Service Commission (or by selection by them). 

It is sometimes the same as the examination for Class I; those who stand 
high up in the list of successful candidates being taken to Class I and 
those comparatively low in the list to Class II. Often there is thus little 
diSerence in the qualifications and attainments of the two sets of recruits. 
The proportion of men promoted to Class II from lower ranks is, however, 
larger than in the case of promotions to Class I; in some departments, 
Class II is entirely filled by promotion. 

24. The suggestion that these two classes may be amalgamated has been 
mainlyr based on the ground— (i) that the standard for recruitment to the 
two Classes is more or less the same, and (ii) that Class II officers are 
not only promoted to Class I posts but also in many cases hold charges 
not distinguishable from those held by junior officers of Class I and dis¬ 
charge similar duties even while remaining in Class II. As is only to be 
expected, the amalgamation proposal has been strongly supported by Class 
II officers; but it has been as strongly opposed not only by Class I officers 
but also by many senior officers and heads of departments to whom no per¬ 
sonal motive or interest can be attributed: One argument of the latter 
group deserves to be noticed in particular. There is at present a fairly large 
proportion of promotions from the non-gazetted ranks to Class II. The 
heaxis of departments and senior officers referred to apprehend that the 
amalgamation would greatly retard such promotion for fear that the quality 
of the combined class may fall below the standard associated with the 
present Class I. It was pointed out that officers who came into Class II 
by promotion did so comparatively late in life; while their experience 
might be valuable for Class II work, they could not be expected to have 
the same initiative and quickness as the younger Class I officer and they 
might also lack his freshness of outlook. It is ordinarily to be expected that 
young men who enter Class I by direct recruitment will rise rapidly to the 
higher ranks of that service, while those who enter Class II by promotion 
after serving several years in the non-gazetted grades are hardly likely 
to serve many years in Class I posts even if they should be promoted to 
that grade. If the two classes were made into a single cadre, it would 
surely create embarrassing situations for the authorities concerned with 
the question of promotion if they had frequently to promote young officers 
over the heads of older men who had risen from the subordinate services. 

25. In the Eailway Services, though the Classification Buies contem^ 
plate the existence of two classes (Class I and Class II) of gazetted service, 
we gather that some railways, especially those under company manage¬ 
ment, have had only one class of officers some of whom enter the officers’ 
class by direct recruitment while others come up by promotion. Where 
two classes existed, they have been known as the superior services and tiie 
lower gazetted service respectively. The superior service comprises a senior 
scale and a junior scale of officers’ posts, and officers belonging to the lower 
gazetted service are promoted to a certain proportion of junior scale posts 
in the superior service. The lower gazetted service has long been press¬ 
ing for the amalgamation of the two classes of gazetted service Into a 
single category, mainly on the ground that many officers belonging to the 
lower gazetted service haye in fact been discharging the same duties as are 
performed by junior scale officers of the superior service. The Bailway 
Board and the Government seem some time ago to have expressed them- 
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selves in favour of such amalgamation. When the General Managers of 
the North-Western Eailway and the B. B. & C. I. Railway appeared before 
us, they seemed to realise, in the oouTse of their evidence, the disadvantage 
of combining into a single cadre a nurnber of directly recruited young 
officers and a number of promoted older men and making the amalgamated 
cadre a large one. But the Chief Commissioner for Railways explained, in 
the course of his evidence that the Railway Board and the Government 
were committed to the amalgamation proposal because it was not possible 
in the Railw;ay administration to differentiate the duties to be allotted to 
the officers of the junior scale of the superior service from those to be 
assigned to members of the lower gazetted service. 

From the Memorandum of the Coal Commissioner, it appears that posts 
in the State Railway Colliery Department have not been classified into 
Classes I and II and' Subordinate and Inferior Services; but he adds that 
the posts can be so classified. Though he thinks that no modification in 
this classification is required, we prefer (for the reasons already stated) 
that Classes III and IV should be substituted for the heads “Subordinate” 
and “Inferior” Services. 

26. In the Posts and Telegraphs Departmemt, we understand that the 
position is by no means uniform in all sections. For the gazetted ranks 
of the postal side, direct recruitment seems to be made only to the cadre 
of Superintendents of Post Offices.. Though the selection is made on the 
results of - the same examination as is held for recruitment to Class I 
Services, the Superintendent of Post Offices has been classified only as a 
Class II officer. Class I offices on the postal side seem to be filled up 
entirely by, promotion. On the telegraph side, we were informed that 
there was no direct recruitment at all to Class I offices in the Traffic 
branch, but a large proportion of Class I posts (of Assistant Divisional 
Engineers) on the Engineering side' is stated to be filled by direct recruit¬ 
ment. Su^estions have been made to us that all or at least some Super¬ 
intendents of Post Offices should be classed as Class I officers. On the 
other hand, it has been recommended ffiat the distinction between Class I 
and Class H should be abolished. We shall consider these suggestions in 
the Section dealing with those Services. We refer to them here only as 
illustrating the anomalous position now existing in certain department. 

27. The’civilian posts at Defence Headquarters do not so far appear to 
have been regularly classified. It seems desirable and convenient that 
they too should be classified in the same way as similar posts in the regular 
Civil Seirice. This is the view expressed by Brigadier Hunt in his reply 
to our questionnaire. The Ordnance factories’ personnel seem to be divided 
into gazetted, non-gazetted and clerical grades; but it has been pointed out 
by the Wilmot Committee that cbnsiderable inconve^nienoe results from a 
situatkm in which they are not antomafically governed by rules applicable 
to similar individuals in civil employ. In the Memorandum forwarded to 
us by the Director-General of Ordnance Factories, it was accordingly stated 
that “The present highly unsatisfactory posifion cannot be permitted to 
continue and the rem^y Hes in classifying the gazetted and non-gazetted 
officers in appropriate classes of the CentraS Services”. In another note, 
it has been suggested that three classes or categcwies should be sufficient, 
covering respectively gazetted officers, non-gazetted supervisory staff 
(possibly including some of those supervisory staff who are now described 
as temporary establishment) and lastly workmen and menials. The 
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Master-General of Ordnance stated in his reply to our questionnaire that 
only two broad classes are necessary, namely, gazetted and non-gazetted. 
Sub-divisions in these classes, he thought, could be defined in terms of 
pay. When he appeared before us to give evidence, we put it to h im 
whether it would not be better to have two classes (I and II) instead of 
one in the gazetted service since the two groups normally catered for 
different levels of responsibility and comprised personnel recruited at 
different ages and through different channels, direct recruitment being the 
nornial practice in the case of Class I and promotions the general rule in 
the case of Class II. He admitted that his original suggestion might be 
considered to have erred on the side of over-simplification. 

28. When the question was considered at the Conference of Provincial 
representatives, the opinion expressed by most of the representatives was 
that it was desirable to retain the distinction between Classes I and II, 
but it was added that a fair percentage of officers of Class II must be pro¬ 
moted to Class I. Many of the representatives were of the opinion that 
such promotion should take place fairly early in the career of an officer; 
some thought that the proportion of officers to be-promoted to Class I from 
Class II might be as high as 50 per cent., while others felt that it would 
be better to fix it as somewhere between 25 and 85 per cent. The repre¬ 
sentative from the North-West Frontier Province wished to make it clear 
that the number of officers to be promoted from Class II to Class I should 
not be fixed by way of any definite reservation, as that might either deprive 
deserving officers of their chances of promotion if reserved places were not 
available at a particular time or necessitate the promotion of undeserving 
people to make up the reserved number. Where and to the extent to which 
recruitment to Class II is to be by a competitive examination, it was felt 
that this should be by a separate examination with a different standard 
from that prescribed for recruitment to Class I. 

29. We have felt great hesitation in coming to a decision on this question 
of classification. W6 see the force of the argument mentioned in paragraph 
24. M!any of us are inclined to share the view of Provincial Governments 
that the two classes may be conveniently kept separate. It is all to the 
good that there should be a certain fluidity as between the two categories, 
but as long as it is considered desirable to retain a system of direct and 
independent recruitment to a. large proportion of the posts in Class I, there 
is much to be said for the retention of the classification of the gazetted 
services into Class I and Class II. The reason assigned by the Islington 
Commission in favour of the creation of Class II still remains true and good, 
namely, that while there is a large body of work of a less important character 
to be done, though of a kind which cannot be performed by a subordinate 
agency (t.e., by a non-gazetted officer), it wouM be extravagant to recruit 
officers to do it on the terms required to obtain men for a higher class of 
duty (i.e.. Class I men). It may happen that officers recruited to Class I 
will, during their earlier years of service and as part of their training, dis¬ 
charge duties of the kind allotted to Class II officers, but Class II must also 
have a permanent strength of its own. Further, the existence of Class II 
Service ensured a better prospect of promotion for subordinates, since, in 
many cases, this Service was entirely recruited from subordinates, while in 
other cases there was a reservation up to 50 per cent, for subordinates. If 
the present reservation for promotion to Class I from Class II be considerably 
increased, it might either tend to lower the standard of Class I or, if quality 
was insisted on, diminish the prospects of older persons getting even into 
Class II. 


18 



GENERAL CONSIDERATIONS AND RECOMMENDATIONS 


Some members of the Commission, however, feel that so long as the 
duties performed by officers are the same or are of a eorresponding character, 
it would be difficult to justify the retention of the existing distinctk n which 
they are inclined to think is merely a legacy of the past and a reflection of 
the distinction which existed previous to the Indianisation of the Services. 
They are impressed with the fact that the quality of the recruits now 
entering the Class II Services is often quite as high as those of persons join¬ 
ing Class I. They are sometimes recruited on the results of the same 
examination. Even as regards those promoted from the subordinate 
services, it should be mentioned that as a result of the rapid growth of 
higher education during the past 30 years, the subordinate services now con¬ 
tain a good proportion of highly qualified young men. It may be added 
that in some of the bigger departments the higher ranks of the subordinate 
services are partly filled by direct recruitment from among those \fho 
appeared for the examination for recruitment to Class I Services but 
narrowly missed being selected for that class. If promotions of deserving 
men are normally made fairly early in their career as suggested by Provin¬ 
cial representatives, there may not be much risk of the quality of the com¬ 
bined class falling below the standard associated with the present Class I, 
and the administrative difficulties apprehended by certain heads of depart¬ 
ments may not also arise. Further, inasmuch as the proportion of gazetted 
posts in Class I open for promotion to present gazetted Class II officers 
will in any case have to be increased in future, the share available to 
deserving older men in subordinate services (the chances of whose promo¬ 
tion to higher posts in Class I would normally be little on account of their 
age and, incidentally, whose promotion to Class I would not consequently 
affect the quality of Class I) need not necessarily suffer. As regards the 
argument of economy, the remedy, in the opinion of these members of the 
Commission, lies largely in the direction of redistribution of duties or 
reorganisation pf the department and cadres concerned generally. The 
anomalous position in the several departments as explained in the foregoing 
paragraphs is also a source of much grievance, and in the interests of a 
contented public service some uniformity is necessary in the matter. These 
members would therefore suggest that all posts on the cadre of Class II 
Services where the duties are indistinguishable from those discharged by 
members of Class I Services should be merged in the junior scale of Class I. 
And, unless there is any insuperable objection, the remaining gazetted 
posts in Class II Service might also be included in Class I under one or 
more separate grades, the resulting position being not dissimiliar to that 
of Class III which comprises a number of scales. 

The inclination of the majority of members, however, was that it was 
desirable to retain the two classes; but, in departments where the differen¬ 
tiation between the two classes was not necessary or possible, either 
because of the mode of recruitment or because of the difficulty of dis¬ 
tinguishing between the importance and responsibility of the duties respec¬ 
tively performed by Class I and Class II officers, the two-fold classification 
may be dispensed with and the two groups treated as one gazetted service. 
On the question of the promotion of officers from Class II to Class I, we 
shall have some observations to make when we deal with the general 
question of promotions. 

30. There was a general feeling that the present list of Class II offices 
required revision, with a view to promoting some of the posts to Class I or 
removing some to Class 111^ Claims and suggestions have been made before 
us that certain officers deserved a gazetted status and as such inclusion in 
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Glass n and that certain other officers now included in Glass II deserved 
to be included in Glass I. When this question of revision of the lists was 
mooted at , the Conference of Provincial representatives, the matter was 
recognised as one of some importance beoause of its bearing upon the dignity 
of officers; but the general feeling was that it would be best to leave it to 
each administration to decide what classes of officers should be awarded 
gazetted status and in what class the various officers were to be placed. 
We are inclined to agree with this view. 

31. Some of the witnesses from the Scientific Departments have 
supported the amalgamation proposal as calculated to create a greater 
esgn’f de corps among fellow workers and remove the stigma of inequality. 
Those who belonged to Class II resented the necessity of having to submit 
to a competitive selection (at which' even outsiders might compete with 
them) before they could obtain Class I posts. Even if this grievance be 
genuine, it seems to us that the best interests of the Service require the - 
possibility of outsiders Assessing the requisite ability and qualification 
competing directly for recruitment to Class I posts. The very existence of 
such a competition will serve as an incentive to Class II officers to continue 
to keep themselves fit. The claim that the age limit should be relaxed in 
favour of those who have already entered Class II Service when they seek 
to compete for Class I posts deserves consideration and we shall deal with 
it when we deal with the question of promotions generally. 

32. A suggestion for the creation of something in the nature oj. a Central 
Scientific Service was made in one form or another by some witnesses 
belonging to the Scientific Services. It was claimed that this would help- 
to achieve two purposes:—(i) ensure the proper direction and co-ordinatioQ 
of the activities of the various scientists who must in the near future be 
employed in increasing numbers in pursuance of the research and produc¬ 
tion drive of the Indian Government, and (ii) improve the status and emolu¬ 
ments of scientists in the service of the State and introduce a uniformity 
of status and emoluments as between the diSerent Scientific departments. 
It was also suggested that this Service should be placed in charge of a 
separate Minister, preferably a scientist himself, or the Minister in Charge- 
must be helped and advised by a Council of Scientists. The Director- 
General of Meteorology referred in this connection to the recommendations 
of the Barlow Committee in the United Kingdom and the formation of the- 
British Scientific Civil Service. He stressed the value of free int^ohange 
of personnel between all Government Scientific Departments sind Institu¬ 
tions as well as the Universities. While we agree that in the India of the 
future scientists should be given their proper place, we cannot overlook the 
difference between conditions in the United Kingdom and conditions in 
India. Tlie reorganisation proposals made by the Maxwell Committee- 
include a suggestion thpt the Scientific Departments may be placed in 
charge of a Sectary and that his charge may include agricultural research 
an-d central research in medical and other subjects dealt with in the Develop¬ 
ment Department. This is not a matter on which it is for us to pronotmee 
any opinion; but we may observe that there is much to be said in favour of 
the suggestion that all Ihe Scientific Services unde» the Central Government 
should, as far as possible, be dealt with uniformly, due regard being, how¬ 
ever, paid to the special requirements and responsibilities of particular 
sections or posts. It does not, however, seem practicable to ^opt the 
suggestion that all the Scientific Services should be constituted into-a 
single oadre for purposes of promotion. It was recognised that no trans- 
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fer of officers from one line of scientific work to another was practicable and 
also that the scientists working in each Department had to be under the 
-administrative control of the head of that department. 

33. Some members of the Scientific and Technical Departments have 
suggested that Classes 1 and II of the Services may be sub-divffied 

i*'administrative” (or “executive”) and “scientific (or teohmcal 
This seemed to be the result of a feeling that the Scientific and Techniosl 
Departments have so far received much less consideration than they deserv¬ 
ed; and they apparently hoped that a definite recognition of their class in 
the classification scheme might emphasise their importance. We 
objection to this course. Classes III and IV may similarly be sub-divided 
in various ways, according to the requirements~of each Department, 
into “executive”, “clerical”, “scientific”, “technical or clerical 
“manipulative”, “artisan”, “messengerial” and so on. Such sub-division 
will, however, carry no particular legal or material consequences. 

B.—The Pay Structure 

34. Nearly all the replies to our questionnaire agree in condemning the 
present pay structure relating to the Central Services as unnecessarily 
complicated and in suggesting that it requires simplification. The main 
purpose of the criticism has been to insist on the desirability of reducing 
ihe number of pay scales and of providing as far as possible for uniformity 
of scales of pay as' between different posts of the same nature and responsi¬ 
bility though pertaining to different departments and for some correlation 
between the scales of pay adopted by the Provincial Governments and those 
prescribed for the Central Services. The objectors urge that the rule should 
be equal pay for equal work. The fairness of the objection may be conced¬ 
ed; but the practical application of the principle of equality is not always 
easy. It will be futile to seek a common denominator in a comparison 
between administrative services on the one hand and the scientific and 
technical services on the other, or between those engaged in office work and 
those engaged in field work, in a factory or on an engine. Even in the 
■ministerial grades, clerical work in the different departments differs in 
■quality and value and in many cases the difference may be too great to be 
met merely by a variation in the proportion of higher to lower poets. In 
the words of the Tomlin Commission, -unnecessary differences between de¬ 
partments in regard to grading and organisation should, no doubt, be avoid¬ 
ed, and it may sometimes be advisable to ignore minor differences in order 
to avoid xmneoessary differences in organisation. But (like them) we feel 
that absolute uniformity may not be possible of attainment, and a certain 
measure of elasticity'must be allowed. The Tomlin Commission felt that 
►even, an attempt to fix a uniform bottom scale would be open to the objec¬ 
tion that the rate fixed would be too high in regard to the quality of the 
work performed in some departments and too low in regard to the quality 
of the work performed in other departments. The most that can be said 
■is that it is undesirable to differentiate too precisely between posts the 
duties of which differed but little. 

35. We have been invited by some witnesses to adopt a method which 
was claimed to be scientific and was stated to be coming into vogue in 
America—^the process known as “job evaluation”. "Under this system, 
points are assigned in respect of the skill, effort, responsibility and other 
conditions involved in, or relating to, each job, and by totalling the point 
values of all the factors the relative point value for each job is sought to 
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be attained. By a comparative study of the salaries or wages paid in cer¬ 
tain given jobs, a factor is obtained to convert the point value of each job 
into money value. This, it was said, would*be the best way of establish¬ 
ing a due proportion between basic rates of pay for different jobs. We do 
not pause to examine this method. We shall only observe that it seems to 
us too elaborate to be of any use here at the present juncture. The job 
factors and point values are, by no means, easy to fix with any approach to 
accuracy or comprehensiveness and the assignment of a money value to the 
points must, in the last resort, be only conventional or arbitrary. Even in 
America, the method still seems to be only an experiment tried in some 
industrial and special undertakings and does not appear to have been 
generally adopted by the State as the normal procedure for fixing the emolu' 
ments of public servants. 

36. In this connection, we have to emphasise the fact that even unifor¬ 
mity of pay will not establish equality; the prospects of promotion and 
other advantages which differ from department to department are factors- 
of equal importance. This has naturally been insisted on before us. While 
we recognise the desirability of avoiding blind alleys as far as possible and 
providing a “reasonable career” to every one who enters the public service, 
it will not be possible to provide equal chances of promotion in all lines or 
even in all sections of any one Service, e.g., the Eailways. Certain ex¬ 
pedients can, however, minimise the hardships arising from such differ¬ 
ences. It may not on the whole be bad economy slightly to increase the 
posts open to promotion beyond the number dictated merely by the wouk to 
'be done, so as to give the lower grades a “continuous feeling of oppoiN 
tunity”. Cadres may to a certain extent be combined to facilitate inter¬ 
departmental transfers. Facilities and encouragement may be given to 
employees, especially in their early years, to get transfers to departments 
affording better avenues of promotion. The , scale of pay may be fixed on 
more generous lines in sections where prospects of promotion are limited. 

37. Two particular instances of disparity which have been severely 
criticised require special notice, namely, (i) the difference between the 
scales of pay applicable to the staff of the Central Secretariat and the scale* 
fixed for similar posts in what are known as the attached and the subordi¬ 
nate oflSces; and (ii) the difference in pay between employees remunerated 
according to the revised scales of 1931-33 and those who are still paid 
according to the old scales. It will be convenient to deal with the firsfi 
when we deal with the Secretariat Departments. We may here refer 
to the second. 

38. In paragraph 14 supra, we have explained how it came about that 
in respect of the same Service, the revised scale of pay was applied to 
post-1931 entrants and the pre-existing scales continued for those who had 
already entered service. Those governed by the new scales have naturally 
complained against this arrangement and have asked for its abolition. The 
continuance of the old scale to those who had already entered service was 
based partly on considerations of fairness and partly on the interpretation 
of F. E. 22. It has been urged that the differential treatment thus intro¬ 
duced is anything but fair and the correctness of the interpretation placed, 
on F. E. 22 has also been challenged. On the other hand, some- of the 
senior officers who replied to our questionnaire or appeared before us were 
of the opinion that it would not be fair to upset the old arrangement as- 
regards the pre-1931 servicemen. We do not propose to go into the merit* 
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of this controversy. The basis of our recommendation naturally is that,, 
in our opinion, the scales we have suggested are fair remuneration for the 
several posts concerned. Whether certain persons occupying or promoted 
to those posts should be paid higher rates of pay on the groimd that they 
are so entitled because they had entered service prim: to July 1931 is a. 
question of policy which we leave to the Government to decide. But 
independently of any course which Government may adopt, the course- 
that we propose will minimise the disparity to a very great extent. The- 
pre-1931 scales were fixed at a time when the cost of living index was not 
lower than the hypothetical index (of 160 to 176) that we are adopting as- 
the datum line with reference to which basic salaries for the future are to- 
be fixed. In this view, it will not be generally necessary to increase the 
basic pay of those who are drawing their pay under the old scales—parti¬ 
cularly in the higher grades of the Services. As post-1931 entrants will 
draw future pay in accordance with the improved scales that we are recom¬ 
mending, the disparity will be greatly reduced. 

39. Members belonging to the scientific and technical services have- 
contended that the administrative services are better paid than their own,, 
whereas the reverse must be the case in view of the time, trouble and cosh 
involved in their acquiring scientific or technical qualifications. This 
complaint is, to a certain extent, well-founded. But, we see no justifica¬ 
tion for the claim that a large number of highly paid posts should be- 
ereated for the purpose of providing sufficient opportunities for promo¬ 
tion to the officers joining these Services (see observations in paragraphs- 
192 to 202 of the Tomlin Commission Eeport). The most that can be done 
—and we think that it is faiiv—is to prescribe a decent minimum or starting 
salary for these services, so as to attract men of high academic qualifica¬ 
tions and the requisite experience and provide a better time-scale to make 
up for inadequacy of chances of promotion. We see no objection to certain 
posts being classified as senior scale posts and certain posts being classi¬ 
fied as junior scale posts in Class I for these services. Two other claims put 
forward by the scientists deserve to be noted; but they involve matters of 
policy which it is for the Government to consider and determine. One waa 
that a certain number of Secretariat posts should be filled by scientists 
so as to give them a greater control over the organisation and work of the- 
Scientific Departrrients (see paragraphs 181 and 182 of the Tomlin Com¬ 
mission Eepor^; the other demanded the greater association of an expert 
body of seientasts in making recruitments to the Scientific Services. 

40. As between the admirdstrative services inter se and as between 
technical or scientific services inter se, complaints of disparity have also- 
been urged. Bor instance, one claim is that the members of the income- 
tax, customs and excise departments should be treated alike; another is 
that engineering officers, whether belonging to the public works or to the- 
railways or to the telegraphs department, should be treated alike. 
Chemists attached to the Railways, to the Central Board of Revenue, to- 
the Geological Department and'to the Alipore Test House respectively 
have drawn our attention to the different scales of pay prevailing in these 
departments. In the new scales that we propose, we have tried our best 
to remedy such anomalies. 

41. Central Service scales and Provincial Service scales .—^It has never 
been doubted that there should be all-India scales for the higher grades of 
officers belonging to the Central Service and also for officers who are 
liable to.ijpe transferred to any part of the country. It has also been agreed 
that in the case of such officers the scales of pay should be so fixed as to> 
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allow for the greater expenditure that they might be obliged to incur as a 
result of their transfers. They may often be obliged to maintain more than 
one establishment or leave their children in a different place from their own 
station, for purposes of education. Account must also be taken of the 
expenses they may have to incur in visiting their homes and near relatives 
from time to time. It has been rightly insisted on that public employees 
in the lower levels of pay should as far as possible not be transferred out of 
their Provinces. Public servants who though belonging to the Central 
Services are not expected to be transferred out of the Provinces where they 
enter service do not stand on the same footing as transferable officers. 

Thiee views have been put forward in respect of the pay scales to be 
fixed for non-transferable employees;—(i) that there should be uniform 
all-India scales even for such people, allowance being made for the higher 
cost of living in certain places in the form of “local allowances”; This 
expression “local allowances” is ambiguous. It may mean local allow¬ 
ances for costly cities like Bombay, Calcutta, etc.; tlus will be one thing. 
It may also signify local allowances for large areas or even for a whole 
Province, as for instance when such allowance is claimed, on the ground 
that life in the Punjab, is more costly or the standard of living there is 
higher than jn Bihar or in Madras; this is a very different thing. It is 
analogous to the zonal system adopted by the Posts and Telegraphs Depart¬ 
ment. The local allowances we intend to provide for are allowances only 
■of the former kind, that is, for specially costly cities, (ii) another view is 
that the pay of Central servants serving in the several Provinces should be 
identical with or bear as close a relation as pt^sible to the pay of Provincial 
Oovernment servants of the same category in the same area. This is the 
view favoured by the Provincial administrations, (iii) a third view is that 
Central scales sfiould generally be somewhat higher than Provincial scales 
so as to attract a better type of recruits to the Central Service. Provincial 
administrations seem to feel that this last course will place them at a 
disadvantage, especially in recruiting technical personnel for their post¬ 
war projects. 

Many witnesses stated that, the economic levels and the financial 
resources of the different Provinces differ so widely that it would be unwise 
to insist on uniformity as between Central scales and Provincial scales of 
pay. Whatever might have been the position in the past, conditions exist¬ 
ing today do not justify the view that the cost of living differs very much 
between one part of India and another, apart from particular cities. But 
it seems to be true that by a continued tradition, standards of living are 
much lower in certain parts of the country than elsewhere. In certain 
areas, educated men were available for Government service in much larger 
numbers than in other parts of the country and the Government of the day 
took full advantage of the law of demand and supply to keep down the 
salary levels in places where recruits were available in large numbers. In 
the same way, local differences in the wage levels of the working classes 
were reflected in the pay of the lower grades of the Services. It is no part 
of our function, nor does it lie in our power, to bring about uniformity as 
between different Provincial Governments in respect of their scales of pay 
to their own employees. But it has been strongly pressed on us that the 
Central Government should not take advantage of these circumstances in 
determining the scales to be fixed for its own employees working in different 
Provinces. We concur in this view. Subordinate officers belonging to 
Services which are organised in circles (not always coterminous with the 
boundaries of Provinces) must a foriiori be governed by the same principle. 
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C.— Fay Eatbs and Pay Scales, 

42. Case for inctease of salaries .—^Several reasons have beeg urged as 
calling for and justifying an enhancement of the existing scales of salaries.. 
It has been stated that in recent years there have been deterioration in the 
calibre of the Services and difficulties in getting suitable recruits on the 
present sc^es (with the result that many vacancies have remained un¬ 
filled) and that people who have entered the Service are leaving it, as 
they have been able to get better terms elsewhere. We have not had time 
to examine the statistics retjuired to substantiate or to refute these state¬ 
ments. Assuming them to be true to any extent, w'e are not satisfied that 
it will be right to attribute them wholly to the unattractiveness of the 
present scales of salaries offered by Government. Happenings of the last 
five or six years must be judged in the light of the abnormal conditions 
created by the war and it will be incorrect to assume that the same tenden¬ 
cies will continue in the future. For instance, the alleged deterioration in 
the calibre of the Services must to a large extent be due to the admitted 
fact that during war time a very large number of persons had to be 
recruited without insisting upon a proper standard of qualifications and 
that many persons had to be promoted to high offices long before they had 
become fit for the same. The difficulty of finding recruits is to a certain 
extent accounted for by the large numbers required during war time and 
also by the fact that the war departments were able to attract many young 
men by offering more attractive terms than the ordinary civil service. 
The same circumstance will also account for servicemen leaving the 
service. There is also the fact that business and industrial activity very 
greatly expanded during the war; and as businessmen were making large 
profits they were for the time being able to offer terms far more generous 
than those offered by the Government. We are not therefore persuaded 
that the indications above referred to establish that Government service 
has become unattractive and that salaries must be increased with a view to 
counteract this tendency. 

The justification for an mcrease of salaries lies, in our opinion, mainly 
in the change in economic conditions, so far as such change may be regarded 
as more or less permanent. In the lower grades of the Services, we think 
there is an additional reason justifying an increase of emoluments, namely 
the necessity of enabling that class of public servants to raise their 
standard of living to a tolerable extent. To determine the classes or casesi 
in respect of which an increase of salary is required on the above grounds 
and the extent to which an increase is called for, it would be desirable to- 
consider each of the following cases separately: — 

(i) posts in respect of which the pre-1931 scales of pay still continue 

to be drawn; 

(ii) posts in respect of which pay is dravm according to the revised 

scales; 

(iii) posts which have been created between 1931 and 1939; and 

(iv) posts created during the war. 

The third and the fourth of the above categories may be briefly disposed 
•of. The third, namely, posts created between 1931' and 1939, seem 
generally to have been assigned salaries which were considered appropriate 
in the light of the then prevailing low level of prices. Prima facie, they 
require revision in the light of the new condition of today, j’o a large 
extent, they will be governed by the observatiorrs which we propose to make 
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in respeoi of the second category that is, posts governed by the revised scales 
of 1931-33, because, as we have already stated, the revised scales of 1931-38- 
effected a drastic reduction on the ground of financial necessity and low* 
prices. We understand that in respect of both these categories, improve¬ 
ments have in some instances been effected during the war years. We- 
shall have due regard to such -improvements in making our recommend¬ 
ations in respect of these categories of posts. As regards the fourth category,, 
that is, posts created during the war, especially during the later stages 
of the war, such information as we have leads us to think that their scales 
of pay have been fixed generally in the light of the new conditions created! 
by the war and in some instances their scales seem to have been fixed even- 
unduly high in view of their supposed urgency or importance. As regards- 
the first eategory, namely, caaes in which persons who entered service- 
before 1931, continue to draw salaries according to the old scales, we pro¬ 
pose to proceed on the footing that (as- admitted by many witnesses before 
us) the pre-1931 scales were adequate in the intermediate grades and in the 
higher grades generous even when considered in relation to the level of. 
prices then prevailing. Between 1923 and 1928, the cost of living index 


stood as follows:— 

1923- 24 ... ... ... ... ... 155 

1924- 26 ... ... ... ... ... 158 

1925- 26 ... ... ... ... ... 154 

1926- 27 ... ... ... ... ... 155 

1927- 28 ... ... ... ... ... 149 


taking 1934-35 to be 100 (see Rao Committee Report, paragraph 22). 
During 1920, 1921 and 1922, the price levels and the cost of living were- 
even higher than during 1923. Salaries fixed or revised during this period 
may therefore be generally presumed to be adequate even with reference* 
to the cost of living index of 160—175 which we are assuming as the level 
with reference to whicll basic pay for the future should be fixed. But we 
feel that even during this period the low'er grades of the Services did not' 
receive a fair deal. A strict adherence to the law of demand and supply 
on the part of the Government and the acceptance of a low standard of life 
by the employees seem to have resulted in the fixation of their pay at 
such a low level that it would not have been possible for those classes of 
employees to reach a standard which -n^ould be accepted as even tolerable 
by the modern social conscience. The old scales of pay, therefore, require- 
upgrading in respect of these categories. The second of the above cate¬ 
gories, namely, posts held under the revised scales of pay, may be sub¬ 
divided into posts belonging to the higher ranks of the Service apd those 
belonging to the lower ranks. As regards the latter, an upgrading is 
obviously called for. As regards the Wmer, the attempt at upgrading 
must be limited in the light of the observations we propose to make as to- 
the maximum salaries permissible to public servants in this country (see 
paragraphs 52 to 54). 

43. Principles of salary determination .—The broad principle enunciat¬ 
ed by the Islington Commission as the true standard for fixing public 
salaries has heretofore been accepted by the Government in this country 
as a safe guide; but the principle—^which itself was bo a certain extent 
an improvement on the test till then adopted in England (as to which 
see Colston Shepherd’s book on “The fixing of wages in Government 
employment’’)—has been criticised as Ricardian in spirit and based on 
the capitalistic outlook of the 19th century. The economic society in- 
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.which we live and more so, the economic society which we wish to see 
established require, it has been said, a new approach to the problem of 
public salaries. Questions 3 to 8 of our questionnaire accordingly sought 
to elicit opinion on this problem. The rephes have indicated various 
aspects and factors as appropriate to be considered in any attempt to 
fix the salaries of civil servants. To take only a few examples, Dr.^ 
Gadgil (Director of the Gokhale Institute of Politics and Economics, 
Poona) who kindly favoured us with a Mendorandum and also appeared 
before us, considers that the Commission should, use this opportunity to 
remould the whole pattern of income ddstributiion in this country. The; 
social policy which we may adopt in fixing the salary scales of pubhc; 
officials will, he says, also dictate the allowance to be made on the same 
account in the measurement of industrial or other costs. He insists on 
a pohcy which will promote “comparative equahty of distribution”. We 
shall refer to his views at greater length when dealing with the question 
of maximum salary. Some associations of employees—particularly those- 
of the Posts and Telegraphs Services—have propounded a scheme avowed^ 
ly based on the theory of social justice and security and on the principle 
of “giving to each according to his needs”. Some publicists and nearly 
all the members of the Subordinate Services have taken strong exception 
to the high salaries paid to men in the higher ranks of the Services and. 
condemned the great disparity that now exists between the maximum and. 
minimum salaries. The discussion has clearly brought out the conflict,- 
hetween ethical and economic principles. 

We have given anxious and careful thought to the problem. We re¬ 
cognise that even if wages in private employment could be allowed to be- 
fixed by pure bargaining—but this too is no longer the case—the appli¬ 
cation of some “moral principle” is expected, when the Government 
happens to be the employer. We must also -recognise that wage condi¬ 
tions reflect in a large measure the political development at which a com¬ 
munity has arrived. It is common know’ledge that people in India (as 
elsewhere) have of late been influenced by the trend towards socialism. 
Experience of war service and high wages paid during the war have creat¬ 
ed a ferment and a changed outlook. Classes who were hitherto content", 
to accept their lot now show an intolerance of unsatisfactory conditions 
of work and an increased desire to improve their standard of living. The 
sufferings of the humbler classes of public servants during the war years 
have created in their mind a bitterness which belated and grudging 
measures of relief have not by any means helped to assuage. The growth 
of Trade Unionism in the services is in great measure due to the feeling 
that they were being ill-paid and exploited. The appointment of this- 
Commission and the prospect of impending political changes have led the 
Services to form vague expectations of a new order. It is^ against this 
background that their claims for ^enhanced remuneration, for better treat¬ 
ment and for improved conditions of service have to be viewed. We 
appreciate their aspirations, sympathise with their longings, and take 
full cognisance of the new trends. But we feel that our recommendations 
have to be made within the. framework of the existing socio-economic 
structure. 

Any attempt to remedy social inequalities or to change the pattern of 
economic distribution must be directly made by the State, by measures 
that will embrace all classes of subjects. While we do not deny the 
possible indirect effects of public salaries on private business, it seems to 
us unfair and undesirable to reduce the salaries of public servants below 

27 



PARI U 


-a certain level while leaving private business alone. The pi^oiple of 
giving to each man according to his needs cart be fairly applied 
its counterpart of “taking from each man according to Ins means” is 
also simultaneously enforced j this will show that &ese principles form 
part of the regulation of the relationship of the .State to the citizen 
generally and not of the determination of the relationship of the State (as 
employer) to its employees, the public servant. While it is true 
that business oonsiderationa are not paramount in the running of a Gov¬ 
ernment, "the influence of the law of demand and supply cannot be wholly 
ignored in fixing the salaries of public servants. The fairness and adequacy 
of the salary proposed must be judged from the standpoint not only of 
the employee but also of the employer and of the community. 

44. We are thus led to think that the test formulated by the-Islington 

Commission has only to be liberally interpreted to suit the conditions of 
the present day and to be qualified by the condition that in no ease 
should a man’s pay be leas than a living wage. In its practical applica¬ 
tion, the general principle enunciated by them has to be amplified or 
supplemented by other ways of stating the test. The educa¬ 

tional qualifications expected of candidates as well as special qualifications 
and training required of the holders of particular offices are of course 
important considerations. Even more important is the nature of the 
^uty and responsibility of the office. Great stress has been laid on the 
necessity of enabling the holder of an office to maintain its status and 
dignity. Though this cannot be made a fetish of in this democratic age, 
it cannot be wholly ignored. Some officers have insisted on the need for 
keeping public servants beyond temptation; this is true, if it means 
keeping them reasonably above want. But it will be too much to assert 
that high salaries are by themselves absolute safeguards against corrup¬ 
tion. While it may be generally agreed that the market value test may 
not always be available—a^id it may not even be the proper test if 

-exclusively applied—it is only reasonable that so far as practicable, a 
“fair relativity” should be maintained between the rates of pay of certain 
classes of civil servants and comparable outside rates, the parity being 
judged only wiith reference to long-term trends iri wage levels in the 
country. 

45. At the time the Islington Commission made their report, they 
-thought that with the exception of law and medicine there was no calling 
outside Government service the average earnings of which could be taken 
as an indication of the kind of salary which Government should pay in 
order to obtain services of the required type. “The Government” they 
said “was practically in the position of a monopolist employer, unem¬ 
barrassed by a trade union, supplied with an abundant labour market and 
thus free to fix his own rate”. This is certainly not the position today. 
Many departmental heads have in their replies and in their evidence 
stressed the difficulty of obtaining suitable recruits on the terms hitherto 
offered. Of late, trade unions have become better organised and more 
active. As to salaries paid by private employers, we certainly haVe more 
materials now than was available 30 or 40 years ago and a comparison 
is instructive. The report of the Meston Committee [pages 74 (a) and 
75 (a)] contains the answers given by some private firms as to what 
they paid to their employees in those days. Thb “Babu staff” was then 
started on Es. .15 or 20 per mensem with prospects of rising to Es. 250. 
The pay of a “Babu” of 12 years' service and upwards was said to run 
from Es. 40 to Es. 120. In exceptional cases, an Indian might have 
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risen to Bs. 400 a month; if he had 'scientific or engineering qualifioa^ 
tions, he would have earned Bs. 100 to 500 per mensem. The informa¬ 
tion kindly furnished to us by businessmen and business concerns shows, 
that in the bigger cities the starting pay of a clerk is now generally 
about Bs. 60 per mensem (besides dearness allowance and other ad¬ 
vantages) and after 20 or 25 years of service a “reasonably efficient 
person doing purely clerical work not requiring any special qualifications 
nor carrying with it any special responsibilities’’ may expect to reach a 
maximum of Bs. 175 to 200. The scaltf of pay fixed by the Beserve Bank, 
for its clerks was more or less similar and the Bank recently revised, 
their scale by a very substantial addition. Holders of important ad¬ 
ministrative posts in leading private concerns seem to get salaries ranging 
between Be. 600 and Bs. 3,000 per mensem, according to age and quali¬ 
fications; and holders of scientific and technical posts appear to be paid 
quite as well, if not more. An analysis of the income-tax returns for 
the year ended March 1946 shows that the number of persons m non- 
Government service with incomes amounting to Es. 15.000, 20,000, 
25,000, 30,000 and 40,000 per annum were 2,480, 1,512, 1,052, 1,016 and- 
462 respectively; a proportion of these must be Indians. While it is- 
true that the State as employer should not take undue advantage of the 
law of supply and demand, especially in fixing salaries in the lower 
grades of the service, it cannot ignore the extent of the outside demand, 
for particular classes of service when there is such demand. 

46. Living wafs .—The theory that the State should be a “model- 
employer’’ has often been appealed to: it may be useful as enunciating- 
an ideal and as insisting, that the State should lend and not merely follow 
the private "employer; but it is too vague to furnish a practical test. It 
will not be fair to the country to encourage a claim by civil servants to 
be treated better than their fellow countrymen ' (Tomlin Commission’a 
Eeport, paragraph 312). But a Government which proposes to spcmsor- 
minimum wage legislation for private industry must be ready to give the 
benefit of that principle to its own emp?oyee8. Much of our time and 
attention has therefore been devoted to the discussion of the queatdon of 
a “living wage’’ or “minimum wage’’. The results of the application ot 
the minimum wage theory to the working classes have latterly been fre¬ 
quently discussed in this country. In mi enquiry held in 1940, the Eao 
Committee came to the conclusion that Bs. 35, 30 and 25 per mensem 
represented the subsistence levels ior a family of three consumption units- 
in a city like Bombay, in urban areas and in semi-urban areas respective¬ 
ly,. acc<»ding to pre-war prices. Mr. Justice Eajadhyaksha who adjudi¬ 
cated on the dispute between the Government and the Postal staff, in the- 
middle of 1946, was of the opinion that an average working class family 
in India comprised more than three consumption units. Even on the- 
three units basis, he came to the conclusion that Es. 65—70 per mensem 
represented the minimum requirements of an average working class family 
in Bombay according to the prices prevailing In 1946. In less expensive- 
areas (referred to by him as “B’’ class areas, according to the classifica¬ 
tion adopted by the Postal Department), Es. 55—60 represented this, 
minimum. It has always been recognised that the cost of Kvhig of a 
middle class family is higher than that of a working class family; taking^ 
this excess to be about ^ per cent., Mr. Justice JUjadhyaksha came to. 
the conclusion that the'cost of living of an average lower middle class 
family at the present level of prices must be between Es. 120 and Es. 128 
in places bke Calcutta and Bombay and between Ee. 1-00 and Es. 105 in- 
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ieheaper areas. At the Provincial Eepresentatives’ Conference, the Bengal 
representative stated that as a result of enquiries about the cost of living 
,amon,g Bhadralog (middle) class outside the city of Calcutta, the Bengal 
Government had been given to understand that Es. 80 to 85 was consi¬ 
dered a living wage for families of that class. Eelianee has naturally 
been placed on these findings by the service associations, in their claims 
before us. 

47. As already stated, one section of the Posts and Telegraphs em¬ 
ployees invoked the principle of social justice and they claimed that the 
lowest pay of any Government servant should be Es. 55 for a cost of living 
index of 180 and the minimum wage for a middle class family should be 
Es. 84 on the same index. This claim, according to them, represented 
the needs of a family of two units and they, therefore, asked that for 
every addition to the family, the employee should be paid a family allow¬ 
ance. They asked for free housing and free medical aid, for recreation 
and leisure facilities and for allowances for the education of their children. 
They further claimed that for every rise of ten points above 180 in the 
■ cost of living index, a dearness allowance of Es. 4-8-0 and Es. 3 should 
be paid to middle class and working class employees respectively. Another 
section of Postal employees demanded that on a cost of living index of 180, 
the pay of the lowest grade in the Postal Department (like that of Eunners, 
Packers, Porters, &c.)—^with the exemption of Boy peons. Boy messeng¬ 
ers and the like—should be Es. 70 per mensem and for the average Post¬ 
man it should be Es. 85. A third group claimed that on a cost of living 
index of 175, the lowest pay of an employee’should be Es. 50 per mensem 
and that dearness allowance should be paid to neutralise any further rise 
in the level of prices. The two latter groups did not add a claim for family 
allowances with reference to increase in the number of members in the 
family. On behalf of the Eailwaymen’s Federation, Es. 36 was claimed 
as the minimum wage on the pre-war level of prices. This would bring 
their claim to something like Es. 80 per mensem on the present price 
level. Workmen employed under the Central Public Works Department 
in Delhi demanded a minimum salary of Es. 80 per mensem, besides dear¬ 
ness allowance of Es. 45 in view of the present high cost of living. We 
have no desire to criticise these claims; indeed we fervently hope that, 
sooner or later—the sooner the better—it may be possible for the Indian 
administration to pay its employees on something like the above bases; 
but the question for our consideration is whether the administration can 
be asked to do so now or in the immediate fiJture. 

48. Certain writers who have discussed the subject have held that on 
the pre-war level of prices, Es. 30 per mensem would have represented the 
standard mi nim um required by a working class family 'of three consump¬ 
tion units in certain parts of India. In other parts of the country, wh,ere 
climatic conditions are milder throughout the year, the amount might be 
somewhat smaller (see Dr. Eadhakamsl Mookerjee’s "Indian Working 
Class”, pages 161—172, where several relevant data and opinions have 
been collected). The calculation is, however, largely hypothetical. The 
apjdication of the minimum wage rule has always been recognised to be 
subject to limitations imposed by the general economy of the country. It 
may^ be applied to correct inequahties in the distribution system but not 
in disregard of the total production capacity of the country or without 
reference to the national income. Even the representatives of.the Postal 
and Eailway Employees’ Federations recognised -this in the course of the 
discussion before Us. In the words of the authors of the Bombay Plan, 
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no system of distribution however meticulously framed will help to raise 
•the standard of living unless production is increased”. How many of 
India s millions can today aspire to a physiologically adequate diet? 

Nutrition and health standards are affected both by the size and by 
the distribution of the total national income. Hence nutrition standards 
can be improved only by improvement of the total national income simul¬ 
taneously with the adoption of policies tending towards its redistribution 
in favour of lower income classes. (See Worker’s Nutrition and the Social 
policy, I.L.O. 1936, page 114.) The State is as much the trustee of the 
interests of every one of its subjects as of the interests of its employees, 
and it will not be justified in imposing an unduly heavy burden of taxation 
on its subjects to raise money to pay its employees liberally; for by doing 
BO, it will be making it more difficult for the average cjtizen to get any¬ 
where near a living wage for himself. We are nevertheless convinced that 
the State must now take some step forward in the direction of giving effect 
to the “‘living wage” principle in dealing with its employees. The question 
is, to what extent. What the Bombay Plan lays down for industry is a 
counsel that the State also cannot afford to ignore— viz., that in the initial 
stages, the minimum wages should be related to the normal wage level 
prevailing in the country, but it must be revised from time to time till it 
corresponds with a reasonable standard of living. Dr. Mookerjee cites 
Sir John Orr to show that even in Great Britain there are marked defi¬ 
ciencies between current wages and the standards of the minimum wage, 
and. he recommends that in India a cautious beginning should be made in 
laying down mmimum wage standards. 

The ‘‘standard of living” like the ‘‘poverty line” is to a large extent a 
‘‘relative” conception. It reflects national conceptions and these are, in 
turn, shaped by the national income. The poverty line may be dravm at 
the point below which an individual would be under-nourished or it may 
be drawn well above the nutritional minimum, at a point where a choice 
of diet and the chance of some cultural life or recreation wUl also be possi¬ 
ble. We think that at present we can only aspire to rise above the 
"‘‘poverty line” in the first sense. According to recent calculations, the 
annual per capita income in India, even (hiring the most favourable periods, 
has been much below Es. 100. Anything like a general advancement of 
the remuneration rates of the public services must depend upon the general 
increase in public wealth (See Gladden ‘‘The Civil Services, its problems 
and future”, 1945, page 133). The power of a family to live up to a certain 
level of nutrition may be secured not only by improving its money income 
hut also by increasing the purchasing power of the money it gets. The 
latter method of helping the earner will involve steps to secure (t) increase 
of production, and (it) control of prices. The State must adopt both these 
methods (‘‘Workers Nutrition and the Social Policy”, I.L.O. pamphlet, 
1936, page 101). Further, the purchasing power of the worker’s income, 
such’ as it is, can be improved by the extension of co-operation in the 
sphere of sale and purchase, as that will reduce the price demanded from 
the purchaser and further secure to him refund of the surplus in the shape 

of a share of the profits. , , i j 

49. Both Mr. Justice Eajadbyaksha and the Eao Ctommittee placed 
reliance on the report of a Committee appointed to enquire into the condi¬ 
tion of textile workers in Bombay. Dr. Gadgil was one of the members 
of that Committee. .It will be interesting to know what he has to say 
about it. While recognising the importance _ of bringing about as much 
improvement as possible in the remuneration paid to the lowest grades of 
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employees, he adds “The main limiting consideration here is that of th®- 
financial resources of Government. It is hardly likely that a -living wage 
of the type defined by the Bombay Textile Labour Enquiry 
Conimittee can immediately be granted to all Government employees”. A^. 
a price level of 200 (on base of 1939=100) he was of the opinion that tha- 
lowest pay of an adult male might be put at Bs. 40 per mensem and tha- 
lowest point of the clerical grades at Rs. 60 per mensem. He no doubjl 
insisted that the salaries of high paid officers should likewise be reduced. 
We shall presently discuss that part of his evidence. It does not affect 
the weight to be given to his views on the minimum wage question. 
Referring to the Bombay Committee Report (in the course of his evidence), 
he said “We had_ been asked to define ‘living wage’ and we have defined- 
‘living wage’ in certain objective terms; but there is no recommendation 
of any minimum or anything like that * * * * The necessity of comply¬ 
ing with a theoretical definition of ‘living wage’ cannot transcend financial, 
limitations”. He added that he could not agree with those who held thaS 
the minimum wage could not wait until the national income improved. 
Mir. Krishna Prasad (Director-General of Posts and Telegraphs) who with 
Mr. Dalvi, President of one of the main Postal Unions, had gone into th® 
question in 1945 stated that in his opinion Rs. 55 per mensem would b® 
a reasonable minimum for a working class family in Bombay on the present 
level of prices. The Chief Commissioner of Labour (Mr. S. C. Joehi), 
whose long association with and sympathy for labour are well-known, 
■agreed that considering the per capita income of the country which wa® 
much befow Rs. 100 per annum, the earnings of Government employees of 
the lowest grade should not be out of tune with that of other men of their 
own status employed outside Government service or having other means of 
livelihood. He recognised that the amelioration m the condition of poorly- 
paid employees could only be attained by stages with the progressive Ri- 
crease in national income. On the present level of prices, he suggested 
Rs. 57 to 59 as representing the needs of an average worker’s family ex¬ 
clusive of house-rent for which a separate provision, will have to be mad® 
in the more costly areas. For lower middle class employees, he suggested.' 
Rs. 100 per mensem as the minimum salary. It seems to us that the best, 
that we could do in the circumstances is to act on the advice and testi¬ 
mony of these gentlemen. 

In the Bombay Plan, it has been calculated that in order to secure- 
a minimum standard of living, a per capita income of Es. 74 (per annum)* 
at pre-war prices is essential. It concludes “It is therefore necessary to 
indrease our national income above the present level by a substantial 
margin even if we aim at nothing more than to secure for our people their 
bare requirements as human beings-” (paragraph 34). In a Thesis (on 
Basis of Public Salaries) published in Mysore by Dr. Gopal, it has 
pointed out that the above figure of Be. '14 should be increased by includ¬ 
ing cost of fuel £md a few other items (apart from housing) (see page 94). 
Even if the total should be put at 85 (exclusive of house-rent), the require- 
mefnt of a family of three unhs would amount to Re. 255 per annum and at 
the present level of prices it would be equivalent to Rs. 640 or 650 
annum. Dr. Gopal ^Inka that a minimum wage of Rs. 40 per mensem 
will be justified only when the per capita national income reaches Es- 135 
(per annum) which (according to him) is not likely to be before 1960. In 
the meanwhile, be -would progressively fix the minimum at Rs. 30 for 
1960 and Rs. 35 for 1956 (see pages lOT and 1(®)- As we propose to pro¬ 
vide separately for house allowance in costly places and for certain oth^ 
coneessions for the benefiit of low paid public servants, Es. 56 and 90i 
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would seem to represent a reasonable living wage for a working class family 
and a middle class family respectively, at a cost of living index of about 
260. It must be remembered that the estimates of minimum requirements 
above referred to relate to a period when the employee may be reasonably 
expected to have at least two children to support besides his wife. This 
will roughly be about the seventh or eighth year of his service even 
according to Indian conditions. As we are providing for an incremental 
scale in nearly all cases, an employee who starts with a total income 
(including dearness allowance) of Bs. 55 (or Bs. 90 in a middle class 
family) would, in fact, be receiving an additional remuneration by the 
time he reaches the seventh or eighth year of his service. 

In the dearness allowance table (in paragraph 72), we have shown 
Bs. 5 and 10 against classes drawing salaries up to Bs. 50 and between 
Bs. 51 to 100 respectively, when the cost of living index reaches 180. This 
is merely to make the table complete. It is our view that when the cost 
of living index falls to 180 there will be no need for any further continuance 
of the dearness allowance. In the opinion of the majority of us, these 
sums of Bs. 5 and 10 should, at that stage, be added to the respective 
basic pay of the two classes. As the administration would then be re¬ 
lieved from liability to any further payment of dearness allowance, this 
addition to the basic pay will not be an undue strain on the public ex¬ 
chequer. On the other hand, as essential commodities may be presumed 
to be more freely available by the time that that stage is reached, these 
additions to the basic pay will help the classes concerned to improve their 
standard of living. 

51. Some of the Provincial representatives expressed doubts as to the 
capacity of their Provinces to pay their lowest grade employees anything 
more than Bs. 85 to 40 or at the rqost Bs. 45 all told {»•«., inclusive of 
basic salary, dearness allowance and house allowance). The Bombay 
representative thought that if the minimum wage was ascertained in a 
reasonably realistic way and not with reference to abstract standards, it 
would be found that what was being paid today to the lowest grade of 
public servants in Bombay would not fall short of such a minimum wage. 

Among the members of the Commission, opinion is not unanimous bn 
the point. After some discussion, the majority of the members agreed 
that Bs. 55 per mensem (made up of basic salary, plus dearness allowance) 
would be a fair minimum wage at a cost of living index of 260. Two of 
the members held the view that the minimum should be put at Bs. 65 
at least. One member was, however, of the opinion that in view of the 
existing economic conditions in the country and the low national income, 
and also of other amenities which we are recommending, the miniinuni 
wage should for the present be fixed at Bs. 50 per mensem and be raised 
to Bs. 55 as and when conditions improve. Among those in the majority, 
one agreed to Bs. 55 on the understanding that in big industrial areas the 
total emoluments of an employee, including house allowance and city 
allowance, should amount to Bs. 70. It was next agreed that the sum of 
Bs. 65 might be split up into Bs. 30 as basic pay and Bs. 25 as dearness 
allowance. Most of the persons who have replied to our questionnaire 
have also suggested Bs. 30 as the basic pay for the, lowest grade of public 
servants. There would be some justification for making a distinction 
between public servants employed in rural areas (like village postmen, 
gangmen and other Eailway staff employed in way-side stations) and public 
servants living and working in urban areas; the cost of living is cheaper 
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and the standard of living lower in rural areas. The Head of one Hepart- 
ment laid stress on this distinction. The Service Associations, however, 
opposed any such distinction being drawn. It was urged that if village- 
dwellers had certain advantages over town-dwellers, they also suSered 
from certain disadvantages, particularly lack of necessary amenities and 
facilities. The Commission accordingly propose to ignore this differentia¬ 
tion, especially as they feel that even village-dwellers must be helped to 
raise their standard of livir^. As regards the middle class employees, the 
suggestion that Es. 90 per mensem (made up of Es. .55 as basic pay and 
35 as dearness allowance) would be a minimum wage, was agreed to by 
the majority, one of them adding a proviso that in the more costly indus- 
crial cities, the addition for house allowance and the city allowance to tliis 
class of people should at least amount to Es. 15. Another .member agreed 
to a basic pay of Es. 55 only on the footing that with the dearness allow¬ 
ance the total should not exceed Es. 85. Two other members were of the 
opinion that the total emoluments for such people should not, in the present 
conditions, be less than Es. 100 (exclusive of house allowance and city 
allowance). 

52 Maximum salary .—As we have already stated, public opinion in 
this country has long been insisting that the salaries of officers in the 
higher grades had been fixed too high and must be drastically reduced. 
This view was strongly urged by Dr. Gadgil in a pamphlet that he publish¬ 
ed about 15 years ago. Quoting an observation of Sir William Beveridge 
that the civil servant “must look upon his salary as maintenance adequate 
to the needs of himself and to bring up his family according to the highest 
standard of education in the country and that is not always the standard 
of the business world and the profit making world’’, he maintained that 
high scales of pay in the Indian public service had been responsible for 
artificially diverting the attention of our young men from other fields and 
concentrating it on Government service. An even more serious conse¬ 
quence, according to him, was that the standards and conceptions of 
Indian officers had become a reflected image of the standards and concep¬ 
tions of European officials and a large number of educated Indians luad 
developed aspirations and expectations which in the ordinary course were 
scarcely likely to be attained by most of them. Like many others, he 
condemned the wide gulf between the earnings of those in the higher 
ranks and the emoluments of the less fortunate among the public servants 
in this country. In the Memorandum that he favoured us with, he has 

reiterated this view. He has suggested that a greater measure of inequa¬ 

lity between the minimum and maximum of public salaries than the ratio 
of 1:2,5 should not be tolerated, and he has added that even this was 
greater than what obtained in most other countries and that his proposal 
was far from being socialistic. He would fix the salaries of lower grade 
officers on a scale of Es. 100 to 300 per mensem and of higher grade 
officers on a scale of Es. 200 to 600. For select posts, like, Secretariat posts 
and those of heads of departments, he would fix salaries between Es. 600 
and 1,000. When asked to compare these figures with incomes obtainable 
by talented men in private service, he maintained (i) that the State 
should not compete with private enterprise in respect of the prizes that 

the latter might offer to the fortunate few, and that (ii) the sphere of 

private employment in India was extremely limited and was only a recent 
phenomenon. He expected that if the State in India properly discharged 
its duty by the country, many private undertakings would not long 
remain private and would not in any event be allowed to make such large 
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profits as would permit of the payment of large salaries to their employees. 
He went so far as to say “Ensuring the best public service is not -by 
giving high salaries; by doing so, you will never get a public servant of 
the best type’’. As to the standard of life which public officers are 
expected to maintain, he was of the opinion that current ideas on the 
subject should be suitably changed and he thought that it would be 
possible so to change them in 10 to 20 years, if we made bold to cut their 
salaries drastically. 

Among the few public men who have replied to our questionnaire, Mr. 
K. Santanam has also advocated this view. He was good enough to favour 
us with a Memorandum of his views and also appeared before us. Main¬ 
taining that Government servants should not be treated as a separate and 
superior class whose remuneration was independent of the general economic 
level of the community, he suggested that Class I officers should be started 
on Rs. 300 per mensem and go up to Es. 1,000 and added that salaries above 
Rs. 1,000 and up to Rs. 1,500 might be given to special* selection posts^ 
From his evidence, it appeared that his point of view was somewhat dif¬ 
ferent from that of Dr. Gadgil. He saw no objection to abler men going 
into private business if they found it more remunerative. In his opinion, it 
was not necessary to get the best-men into Government service even for the 
highest grades. He preferred to equate the salary of the highest Govern¬ 
ment servant to that of an average man outside. In the industrial and 
commercial concerns of the Government, like Railways, he seemed to think 
that conditions should be more favourable to the employees and that they 
should be treated in the way in which private business would treat its best 
employees {e.g., by grants of bonus, of a share of profits, etc.). But all 
sections of the Railway and Postal Services whose representatives appeared 
before us have unanimously asked to be treated on the same footing as the 
regular public service. 

The senior officers of Government who have replied to our questionnaire 
or have given evidence before us have maintained that any drastic reduction 
in the existing scale of salaries for the higher posts would result in a serious 
loss of efficiency and integrity and make the public service unattractive to 
talented men. They dissent from the view that the salary scales of Indian 
officers recruited in India had been influenced by the scales allowed to the 
Secretary of State’s Services. Many Indian officers, particularly those on 
the revised scales, have maintained that under present day conditions their 
salaries were inadequate to enable them to maintain j, decent standard of 
life and meet their family responsibilities and much more so, to enable them 
to make even a small saving. 

53, We have given careful consideration to all aspects of the question. 
We agree that the State should not compete with private enterprise in res¬ 
pect of prize jobs; but we are unable to agree with the view that the salaries 
of public servants could with safety be reduced much below the standard of 
remuneration available to men of capacity in private service posts similar 
in nature and responsibility. We do not think that ability and integrity in 
the permanent services would be of less consequence in the India of the 
future than in the past. Under a system of responsible Government and 
with the inevitable expansion in the sphere of activities of a modem State, 
it seems to us that the importance of the permanent Services would in some 
respects be even greater in the future. It may be that not all men work 
merely for financial reward; but despite the personal examples of certain 
outstanding individuals, the mass of human beings produce the highest 
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standards of ability wid enterprise where the stimulus of adequate and 
appropriate reward is in existence. If Government service offers certain 
advantages, e.g., prestige, security of tenure, pensions, etc., as .compared 
with private service, it must be remembered that in adopting Government 
service as his livelihood, a person selects a somewhat uneventful career and 
sacrifices all chances of achieving wealth cm- public distinction. Private 
service of the superior kind offers to its employees bonus, gratuity, exemp¬ 
tion from income-tax and often even a share of profits. A private employee 
is not always under the same restrictions as a public servant in the matter 
of devoting any portion of his time to other ways of adding to his earnings. 
Even assuming that a decent minimum salary would suffice to attract 
talented young men to public service, the absence of prospects of rising to 
a tolerably high maximum will naturally induce the more successful amongst 
them to quit public service for a more tempting salary outside, when they 
have gained experience after 10 or 15 j^ears of service under Government. 
This appears to-be a familiar experience in the West. Such a course will 
not only deprive the Government of the benefit of the experience of its 
officers, but put it to further expense in the matter of recruiting and train¬ 
ing new officers. Adequacy of remuneration certainly bears on the efficiency 
bf the employee, because it affects his freedom from care and anxiety and 
promotes his willingness to work. It is not for us to speculate what the 
future policy of the State may be in respect of acquiring ownership or exer¬ 
cising control over important private industries or what the effect of’such a 
policy may be on salaries paid by business men to their employees. Taking 
things as they stand, there can be no doubt that within recent years private 
business and industry in this country have developed to an extent that 
makes it possible for private employers to pay substantial salaries to their 
important officers. It is certainly desirable that there should be no great 
disparity between a commercial and an official caree.r. 

54. We nevertheless think that the time has arrived when the problem 
of high salaries calls for a new approach quite as much as the problem of 
low salaries. It would not, however, be right to lower salaries suddenly. 
As Dr. Gadgil himself recognises, it will.take some time to change the ways 
and break the prejudices engendered by a long period of high salaries. As a 
first step, we think that it will be fair, from all points of view, to fix 
Rs. 2,000 per mensem as the maximum salary of public servants in India, 
except for a few select posts. The details of our proposals under this head 
will be seen from paragraphs 61 and 64 dealing with Class I Services. We 
must emphasise that the value of Rs. 2,000 is very much less now than it 
was many decades ago when the salaries of high officials in India were first 
fixed. The salary is still further reduced by the higher rate of income-tax 
to which high salaries are now subject. We are also denying dearness 
allowance, even during these abnormal days, to people drawing a salary of 
more than Rs. 1,000. 

55. The time-scate system .—Between the minimum and the maximum 
above indicated, we next proceed to suggest scales of salaries which, in our 
opinion, will be suitable for the different grades and classes in the public 
service, in the light of the foregoing considerations. We shall provide 
separately for the dearness allowance to be paid during the period when 
price levels may continue to be substantially higher than our hypothetical 
level. We also think that It would be convenient to deal separately with 
the problem of house-rent or house accommodation, as it introduces an 
element widely varying from place to place. Other factors turning largely 
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on looai conditions, such as local allowemces for costly cities, unhealthy 
places, hill stations, etc., may also be excluded from consideration ih the 
attempt to' determine basic pay. 

Though the Bailways and a few other departments do not seem to have 
■wholly discarded the grade system of pay, the time-scale system has now 
become a general feature o'f the Indian pay structure and none has advocat¬ 
ed a reversion to the grade, system. Criticisms have no doubt been urged 
against the time-scales now in operation; but that has been done only with 
a view to improve them. We have had various- suggestions, as to the best 
way of framing time-scales, directed particularly (i) to their length, (ii) to 
tile proportion between the minimum and the maximum of the scales, (iii) 
to the amounts of and intervals between increments, (iv) to the expediency 
or otherwise of ha'ving more than one time-scale for the same grade, and (v) 
to the desirability or otherwise of providing efficiency bars. It does not 
seem to us necessary to set out and discuss all the suggestions. We may, 
however, observe that the differences between them are really not so serious 
as may at first sight seem and they can to a great extent be reconciled, if it 
is borne in mind that it may not be right to frame scales for all classes of 
the public service on the same lines. One of the objects of increments 
being the provision of means to enable an employee to meet his increasing 
responsibilities and expenditure as he grows in age, the problem would be 
simpler if the scheme of providing children’s allowance and other special 
allowances asked for by some associations could be adopted. The theory 
that naturally found most favour with the subordinate services was that a 
time-scale should provide for 30 annual increments with a living wage at 
the entrance and a saving wage after the 15th year of service. 

56. Dealing first with the question of the length of the time-scale we 
may observe that a difference has to be made between scales for ..grades 
e<Mistit^ting points of entry into the service and scales intended for promo¬ 
tion grades. In the latter case, an employee would reach the scale only 
after he had served several years in a lower grade; the scale need not, 
therefore, provide for anything like a full length service term. A scale of 
the former kind would have to provide for a long term, because persons 
watering it may not for one reason or another succeed in getting into a higher 
•cale or grade. Some grades may have a dual character, representing points 
of entry to the extent that candidates are directly recruited to those grades 
and only promoticm grades so far as any percentage of posts in such grades 
may be filled by promotion from below. So far as any grade is an entry 
grade, we agree with the suggestion that something like a 20 years’ scale 
will ordinarily be the most desirable. Anything longer than this will un¬ 
duly delay the time when a public servant can reach the maximum of his 
grade, while anything shorter may, unless he gets promotion, have the eSect 
ef keeping him on the same pay for a very long time in the latter part of his, 
career. In certain cases, however, a long scale may not be necessary even 
in entry grades; for instance, in some of the Scientific Services, where people 
are recruited somewhat later in life and have to be started at a decent 
minimum salary in view of the cost incurred in and time spent on the 
Requisition of special qualifications for the service, a scale of 20 years will 
be neither necessary nor practicable, though they may, in fact, serve for 
20 years or more. At the bottom of the public service, a long time-scale is 
neither called for nor justified. If the kind of work on which an unskilled 
employee starts is such that by working at it for a number of years he im¬ 
proves in efficiency and in the nature and quality of his work, the proper 
thing will be to promote him to higher scales in due course as a semi-skilled 
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and skilled worker. If, on the other hand, the work is of a kind which does 
not improve in quality by lapse of time, e.g., crude labour or mere attend¬ 
ance, there will be no justification from the public point of view for paying; 
much higher wages for such work. The granting of increments has a two¬ 
fold significance, one from the point of view of the employee, namely, that 
as he grows in age, he has greater responsibilities to meet, and another 
from the emploj'er’s point of view, namely, that even when a man continues 
in the same grade, his work improves in quality and his efficiency also 
increases as the result of his experience. In the illustrations last given, th« 
second ground is absent.* 

57. The length of the scale will have a material bearing upon the pro¬ 
portion between the minimum and the maximum oY the salary assigned to 
if. As an ordinary rule, we accept the suggestion that it will be convenient 
to fix the maximum at thrice or at two and a half times the minimum; but 
this may not be practicable in all cases. For instance, in the lower grades 
of the ser\'ice, there has been a strong demand for a minimum which will 
provide a decent living. In such cases, it may not be fair to the exchequer 
to fix a maximum which would bear the proportion of 3:1 to the minimum. 
Similar considerations may arise in certain cases of special services also. 

58. The question of amounts of increments and of intervals between 
increments must naturally be dealt with in the light of the length of the 
scale and the difference between the minimum and the maximum. Where 
the difference is considerable, it may be j)ossible to provide for large incre¬ 
ments but not in other cases. As regards the amount of each increment, 
three views have been put forward before us. One is that the amount 
should be greater in the early years of the service than in the later. This 
proceeds on the view that in cases where the minimum salary may not be 
substantial, the public servant should be enabled to receive a larger 
remuneration at as early a date as practicable. Another view has been that 
the amount should increase at successive stages right up to the end. This 
is based on the assumption that a public servant’s responsibilities and 
family expenses are likely to grow with the passage of time and that he 
should be enabled to meet such growing expenditure. The third view is 
that the amounts may be small in the earlier as well as in the closing years 
of his service but that they should be larger during the middle period. This 
is justified on the ground that the middle period of his service would be the 
time when he would be at the peak of his ability and his services to the 


*Mr. Joshi and Sardar Mangal Sinjjh who do not concur in this view wouH add 
the foUowinjX remarks :— 

We do not agree with the view that at the bottom of the public service a long 
and substantial time-scale in neither caJIed for nor justified. We hold that the work 
this class of public servants do is not entirely crude or of mere attendance. Eyea 
this class of work requires to be done with a sense of responsibility and some judg¬ 
ment if it is to be satisfsictory. We hold that the efficiency and quality of work even 
of this class of public servanls improve with experience and the State benefits by the 
improvement. Tt is true that some of these employees will get an opportunity to go 
to higher grades in the lowest divison of the service and that too when they get 
themselves educated in their spare time and at their own expense. But opportunities 
of going to the higher grades will be available only to some of them and not to all 
and even the scales at present given to these higher grades are inadequate and require 
substantial improvement by time-scale. Wliile the need for giving a minimum wags 
to the lowest class of Government employees has been admitted, the minimum wage 
recommended is not quite a living wage, if a substantial time-scale is giwen to them, 
it will be a step towards the achievement of the payment of a living wage. We feel 
that providing a snbatantisl time-scale will be in the interest of the employees as well 
as of the State which is the employer. 
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State would be most valuable. Each of these views and the reasons 
assigned therefor have a measure of truth and justification. As regards the 
intervals of time between successive increments, there are some who advo¬ 
cate increments at quick intervals even though they be of small amounts; 
others prefer increments being given in substantial sums though at longer 
intervals. In framing the scales which we propose to recommend, we 
shall bear all these considerations in mind. 

59. Oil the question of the expediency of having more than one scale 
for each- kind of job or grade, there has been considerable difierence 
of opinion. Where promotions could be rapid, this question may not have 
much importance. In other circumstances, one view is that some method 
should be found for providing an incentive to efficiency and a reward 
for marked ability to counteract the deadening effect which the certainty 
of normal progress on the time-scale is likely to create. It has been sug¬ 
gested that such incentive and reward can be provided by having a lower 
and an upper scale or a junior and a senior scale, with provision for the 
abler men being promoted to the upper or senior scale fairly early in 
their service. There is much to recommend this course, notwithstand¬ 
ing the opposition based on the arguments (i) that such advancement of 
a few may often lead to the suspicion or complaint of favouritism, and 
(ii) that it would not be justifiable to pay larger emoluments for some 
people for doing the same kind of work as the other people still kept on 
lower emoluments do. The suspicion of possible favouritism will be an. 
argument not merely against this proposal but against all proposals which 
involve the selection of people on the ground of merit for promotion or 
preferment. The answer to this argument is not to reject such proposals 
altogether but to provide a proper method and machinery which will as far 
as possible exclude the chances of personal favouritism in the matter of 
preferment. As regards the argument that two sets of people should not 
he paid at different rates for doing the same kind of work, the answer is 
thathven in respect of w'hat may broadly be described as the same kind 
of work, there must be differences in quality and importance which 
would justify the head of the office in distributing it among his staff' 
according to their ability and standing. The lime-scale system itself is 
(from the public point of view) justifiable only on the ground that even in 
the same grade the range of duties or the quality of their performance 
may vary as between the new entrant and an experienced officer. 

60. When recommending the time-scale system, the Islington Com¬ 
mission insisted on its being coupled with ‘''efficiency bars” and many 
of the senior officers who gave evidence before us have insisted on the 
necessity for efficiency bars; hut the Services have generally expressed 
their dislike of the efficiency bar. We are not prepared to ignore the fact 
that right dowTi from the time of the Islington Commission, ail responsi¬ 
ble authorities have regarded the principle of the efficiency bar as an in¬ 
dispensable part of the time-scale system, if it is to work satisfactorily 
It has, no doubt, been pointed- out that officers are never very strict in 
applying the efficiency bar; that only shows the need for insisting upon 
officers realising their responsibility in the matter and it will not furnish 
a reason for dispensing with the efficiency bar. In support of the 
suggestion that an effieienev bar is not necessary, the Services have pointed 
out that the power of the head of the office to stop increments in case of 
inefficiency is just as effective in its operation as an efficiency bar. We 
cannot accept this view. Stoppage of increments is regarded, and rightly 
regarded, as in the nature of a condemnation and the attitude of the head 
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of the office in resorting to tliafc course must be different from his atti¬ 
tude in applying the efficiency bar. The principle of the efficiency bar 
ia that on reaching a certain point in the salary scale an officer shall 
be certified as competent to carry out the higher duties of the grade 
before further salary advances are granted. It only remains to add that 
with the time-scales framed on the above lines, it may be useful to 
combine a few supervisory posts or selection posts for the benefit of people 
with long service who, for one reason or another, may not happen to be 
promoted to higher scales. It may also be necessa^ to provide a good 
maximum for services where the chances of promotion are very limited. 

61. Some typical scales—For Class I Services .—Hitherto there were 
several scales for Class I Services. Under the older system, they began 
at Bs. 300, 350, 375 and'so on. Under the revised scales, they began 
generally at Rs. 250. The maxima also differed. In some instances, 
the maximum was lls. 1,400 and sometimes Rs. 1,500 under the old 
scale and Rs. 950 and 1,050 under the new scale. It seems to us desir¬ 
able that as far as possible the same scales of pay should be provided for 
all Class I Central Services. '^The minimum should be substantially high 
if it ia to enable an officer to maintam a proper standard of living and 
avoid obligations or embarrassments in the discharge of his duties. In 
existing circumstances and with a view to giving the yonng officer a decent 
start, wo consider that the starting pay of a Glass I officer should be 
Es. 350 per mensem. As regards increments, the present increment of 
Rs. 25 per aimum under the revised scale in the earlier years of service 
is, in our opinion, inadequate. Wo prefer to allow increments at a uni¬ 
form rate of Rs. 30 per annum till very near the end. The cadre of execu¬ 
tive posts may be conveniently divided (like the I.C.S.) into a junior 
and senior scale. The junior scale would thus run as follows:— 

Rs. 350—350—380—380--30—690 E.R. 30—770—40—850. For the 
senior scale, a scale of Rs. 600 in the sixth year or earlier, rising by 
intajements of Rs. 40 from the seventh year to Rs. 1,^000 with further 
stages at Rs. 1,000, 1,050, 1,050, 1,100, 1,100 and 1,150 (in the 22nd 
year) will be appropriate. Junior Administrative posts may be placed on 
Rs. 1,300—60—1,600 and Senior Administrative posts on Es. 1,800—100— 
2,000. It may be necessary to provide for certain posts which are inter¬ 
mediate in responsibility between Junior and Senior Administrative posts, 
e.g., certain Controllers of Accounts in the Audit Department and some 
heads of departments in the Railways. For this cadre, we suggest a 
scale of Rs. 1,600—100—1,800. The scale of Rs. 1,800—2,000 is intend¬ 
ed for the heads of the biggest departments and would normally be the 
highest point which a permanent civil servant could reach in his service, 
Poste over the level of Rs. 2,000 should be very few and should only he 
posts carrying heavy administrative or technical responsibilities. Posts 
now carrying a maximum salary up to Rs. 3,000, must, as far as pos¬ 
sible, be fitted into the selection grade of Rs. 1,800 to 2,000. The highest 
paid posts, like those of Secretaries, General Managers of Railways, 
Members of the Railway Board, Members of the Central Board of Reve¬ 
nue, Chairman and Members of the Public Service Commission, etc., 
should be fitted into a scale between Rs. 2,000 and 3,000, preferably on 
four levels of Rs. 2.250, 2,.'>00. 2,7.50, and .3,000. 

62. The Indian Civil Seiwice (time scale) started on Rs. 450 and 
went up to Rs. 2,500. The Indian Police Service had a scale of Rs. 350 
to 1,350. As the proposed All-India Administrative Service ia intended 
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to tebke the place of the Indian Civil Service, we think that while start¬ 
ing on Rs. 360 like the Class I Services generally, this scale should haW 
an advantage of Rs. 100 in the course of the first few years and maintain 
it throughout the jimior scale. It would accordingly run as follows:— 

R^. 350—400—450—450—500—540—30—690—E.B. 30—870—40— 
950. 

As ilie senior scale posts in this Service must carry higher responsibilities 
thwi the ordinary Class I Service, we are of the opinion that the senior 
scale pay in the sixth year should be Rs. 800 and that this difference of 
Es. 200 should be maintained during the greater part of the Service and 
that the senior time-scale should run to the limit of the selection grade of 
the Junior Administrative scale of the ordinary Class I Services. The 
senior scale would accordingly be:— 

Rn 800—40—1,200—1,200—1,250—1,250—1,300 — 1,360 — 1,420 — 
1,480—1,540—1,600. 

Above this, we would provide a selection grade of Es. 1,800 to 2,000 for 
posts like Commissioners of Divisions or Class I Collectors in Pro¬ 
vinces where there may be no Commissioner ship. These offices will cor¬ 
respond to posts of the heads of the largest departments in the Class 
I Service. 

63. The All-India Police Service is expected to take the place of the 
Indian Police Service. Hitherto, the time-scale of this Service was 
lower than that of certain other branches of the Civil Service, presumably 
because of the earlier age of entry and lower initial qualifications required. 
We are of the opinion that in future, recruitment to this Service also, 
must be regulated in the same maimer and by the same standards as 
recruitment to the Class I Service. It is also necessary to ensure a high 
standard of efficiency and integrity in this Service. In our opinion, the 
basic scales of pay for the AU-India Police Service should, therefore, be 
the same as for the Class I Central Services, but lower than those of the 
All-India Administrative Service. Posts over the time-scale, such as 
those of Deputy Inspectors-General and Commissioners of Police or the 
Inspector-General of Police, may be placed on a level with the selection, 
grade, Es. 1,300—60—l.SOQ and the Senior Administrative grade, Rs. 
1,800—100—-2,000 suggested for Class I Services. 

64. As regards the Foreign Service, the scales may be divided as junior 
and senior and placed exactly on a par with those proposed for the AU- 
India Administrative Service, with a selection grade of Rs. 1,800 to 2,000. 
As members of the Foreign Service are likely to be recompensed (for 
overseas duty and extra expenditure) by the provision of free house or 
house-rent allowance and local allowances and as expenditure incurred in 
connection with the discharge of their duties will also be provided for by 
granting representation, allowances or entertainment aUowanoes, we see 
no necessity to differentiate between the All-India Administrative Service 
and the Foreign Service as regards basic scales of pay. We understand 
that in other countries also, like the United Kingdom, the Administrative 
Service and the Foreign Service are placed on a pax so far as the basic 
scale of pay is concerned. As against the possibility of a person in this 
class of service having to incur extra expenditure on the maintenance of 
a separate establishment in India, we must place the fact that a member- 
of a Foreign Service ordinarily enjoys certahi financial benefits, like 
diplomatic immunity in the matter of taxation, etc. Posts to be bom* 
on the junior scale, senior scale or selection grade of the Foreign Service 
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sbpuld be accordingly classified, bearing in niind the status and responsi- 
binties of corresponding posts on the cadre of the All-India Administrative 
Service. By way of illustration, we may say that the junior scale of 
•the Foreign Service may include posts of Vice-Consuls, Third Secretaries, 
Attaches and Second Secretaries as also the less important Trade Com- 
missionerships. The senior scale may include posts of First Secretary, 
Consuls and Heads of small Consulates-General and some of the more 
important Trade Commissionerships. Heads of Missions ranking as 
Iiegation and Major Consulates-General will alone be in the selection 
grade Ks. 1,800 to Rs. 2,000. We do not have sufficient materials before 
us to enable us to fix the pay of Ambassadors. Having regard to our 
general view that Civil Service posts should not ordinarily carry more 
than the maximum of Es. 2,000, the grant of higher rates of pay for 
Ambassadors’ posts should be related to the exceptions which we have 
provided in favour of the highest administrative or technical posts under 
the Central Government, namelv, to the four levels of Es. 2,2r)0, 2,500, 
2,750 and 3,000. 

As regards Class I officers in other departments, we may have a few 
observations to make (in Part HI) when dealing with those departments. 

65. Class II .—In Departments in which it may be decided to retain 
Class II, we think that a scale of Es. 275—25—500—E.B.—30—650—30 
—E.B.—800 wll generally be an appropriate scale for that class. This 
will be a promotion scale as well as an entry scale; iit seems to ns 
unnecessary to have two scales for th»- class. Persons who enter the 
class by promotion will enter at a point in the scale appropriate to the 
pay which they may be drawing in class .Til at the time they are promot¬ 
ed to class 11. In cases of direct recruitment to class 11, the entrant 
will ordinarily start at the minimum of Rs. 275; but in special circum¬ 
stances, as for instance, where the entrant has had already to spend some 
years in acquiring special qualifications for any particular job, he may be 
started on an appropriate salary higher up the scale. At the other end 
of the scale, we are not providing pay up to the maximum of Rs. 800 
for all officers in class II. For instance, in the case of Superintendents 
in the Secretariat and Council Reporters, we have fixed the maximum 
at Rs. 710. 

66. Class III .—This is the class which comprises the largest number 
of educated,skilled or trained employees. To provide for different cate¬ 
gories and grades of such employees and to meet the needs of various 
-departments, we have found it necessary to suggest a large number of 
-scales in this class. They are as follows:— 

(a) Rs. 55—3—65—E.B.—4—125—5—130. 

(b) Rs. 60—5/2—75. 

(e) Rs. 60-4—120—E.B.—5—170. 

■(d) Rs. 75—3—105. 

(e) Rs. 80—5—120—E.B.—8—200—10/2—220. 

(f) Rs. 100—5—125—6—155—E.B.—6—185. 

<g) Rs. 100—8—140—10—200—E.B.—10—300. 

(h) Es. 150—7—185—8—225. 

'(i) Rs. 160—10—250—E.B.—10—300—15—450. 

r(j) Es. 200—15—350—E.B.—15—440—20—500. 

'(k) Re. 250—15—400. 

<1) Rs. 300—20—500.J 
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{*)• 

The longer scales amongst the above are intended to be entry scales though 
some of them may also happen to be promotion scales. For instance, some 
of the unskilled or semi-skilled workers entering service on class IV scales 
may, on becoming skilled workers, be promoted to the scales in’ class III. 
In the classification scheme that we have recommended (namely, classes III 
and IV in place of the old scheme of di’vlsion into “subordinate” and 
“inferior” services), it is our intention that class III should comprise not 
merely people with literary qualifications but also skilled artisans, no differ¬ 
ence being made between training in letters and training in crafts. In the 
modem world, there is no justification for regarding the skilled worker as 
belonging to an inferior category when compared with a clerk. Our sugges¬ 
tions as to the manner in which one or other of the above scales may be 
adopted for the different grades of employees comprised in class III will be 
seen from our observations in the sections (of Part III) dealing with the 
various departments of the public service. In some instances, we have 
started a few points above the minima of the scales above set out and in a 
few others we have stopped some points short of the maxima. We have 
provided for all the well-known departments of the Central Service and for 
all ascertainable categories in each department. It is, however, possible 
that some departments or some categories have been lost sight of or not 
specifically provided for. ft is our intention and desire that in such cases 
the administration should fix pay scales for such departments and categories 
in the light and in the spirit of our general recommendations in this Part. 

67. Class IV. —In our opinion, it will be sufficient to have three scales 
for employees comprised in class TV, namely Ks. 30—J—35, Ks. 35— 1 —50, 
and Es. 40—1—50—2—60. The lowest scale, Rs. 30—35, will ordinarily 
apply to the unskilled and unlearned employees. In view of our acceptance 
of the minimum wage theory, this scale has been prescribed for that class. 
As will be seen later on, peons (including Duffadnrs) should also be fitted 
into this scale. Jamadars and Daftries should, in our opinion, be assigned 
to the next category of Rs. 3.5—50. The Rs. 35—50 and the Rs. 40—60 
scales may apply to certain varieties of skilled or semi-skilled workers 
according to the nature of their job and the extent of their skill.t 

*Mr. Joshi and Sardar Mangal Sins'll would suggest the followiog five scales in 
place of (a) to (f) scales supra ;— 

(1) Rs. 65—5—120-6—180. 

(2) Rs. 70—5-100-6-160-8—300. 

(3) Rs. 75—5-100-6—160-S—200. 

(4) Rs. 80-6-140-8—180—10-250. 

(5) Rs. 100-6-160-18-200—10-250. 

The application of these scales with some variations aird modifications to partieolar 
categories of employees is indicated in the chapter on Railway and P. & T. Depart¬ 
ment. They also recommend similar application of these scales to comparable cate¬ 
gories of employees in other departments also. 

tMr. Joshi and Sardar Mangal Singh would prefer the following sca.leE for class 

tv 

(1) Rs. 40—1—50—2-60. 

12} Rs. 45—1—50—2—70. 

(3) Rs. 50-2—70—5—85 

As far as possible, initial recruitment should be at the lowest scale. Opportunity 
for education and training should bo provided- to all employees of Class IV by 
evening classes. No initial recruitment should be made to any one of the higher scales 
while there are fit persona available in any of the lower scales. 
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68. Fitting existing employees into the proposed scales .—^It now remains 
to indicate how the persons in service on the 1st January 1947 are to be 
fitted into the scales which we have proposed. In paragraph 38 supra, we 
have dealt with the future position of pre-1931 entrants. In most cases the 
scales recommended by us are an improvement on the present scales of pay. 
In the top ranks, where we have allowed our recommendations to be influ¬ 
enced by the principle of limiting the maximum salary to Rs. 2,000, we do 
not think that persons who entered service after July 1931 are by this date 
likely to have reached Rs. 2,000. But, it is not unlikely that several officers 
holding special posts created after 1931 are drawing a higher salary. In 
any case, it is not our intention to suggest that the salary now drawn by 
a^y officer should be affected to his prejudice. But, as regards the promo¬ 
tion of such officers, the question may arise as to the way in which they are 
to be dealt with if the promotion is likely to take them beyond the limits 
indicated by the scales that we have suggested. Such cases should, we 
think, be dealt with on the same lines as the Government may decide to 
adopt in respect of pre-1931 entrants. 

,69. We have had greater diffuiulty in coming to a decision as to the 
other cases, which are likely to be the largest in number, namely, those in 
respect of which the scales that we have recommended are more liberal than 
the present scales. On behalf of employees of this class, it has been claim¬ 
ed that their initial pay in the proposed new scale should be fixed on what 
has been called the point to point calculation; that is, by placing each 
individual at that stage in the new scale to which he would have risen by 
reason of the length of his service if he had entered the department on the 
new scale. For this purpose, we have been asked to assume that the new 
scale had been in force from the commencement of the service of each 
individual. We are unable to accede to this claim and we see no justifica¬ 
tion for it. It seems to us right to presume that, except in the lowest 
grades, the revised scales of 193.3 were not inadequate with reference to' the 
then prevailing price level or cost of living. Unless this assumption can be 
displaced, the claim made by the Services cannot be sustained. 

When a similar situation recently arose in the Punjab, on the revision 
of scales of pay in that Province, the Punjab Government adopted the 
following rule, namely, to fix the pay of existing Government servants at 
the stage (in the new scale) next above their present pay, whether sub¬ 
stantive or officiating. But they added that “in cases where the applica¬ 
tion of this formula would result in, pay being fixed at a point less than 5 
per cent, over the existing pay, the formula should be relaxed by the addi¬ 
tion of 5 per cent, to the official’s existing pay for the purpose of calcula¬ 
tion before applying it’’. To this last principle in turn two qualifications 
were introduced: (i) when the application of the formula results in an 
official’s pay being fixed at 5 per cent, or more above his existing pay, no 
departure will be made from the formula; (ii) the fixation of pay will be 
subject to the condition that in no case will a person be allowed to draw 
more than what he would have been entitled to had his service been in the 
new scale from the very start. When the Hese.ltine Committee revised the 
pay scales of the subordinate staff of the Postal Department in 1920, they 
considered that “the needs of the case will be met if the Government allow 
past service to count for Increments within a specified limiting maximum’’ 
and they suggested a limit of “50 per cent, on the sum of the pay proper 
and war allowance’’ (paragraph 5 of the Report). , 

70. We recognise the force of the argument that if employees now in 
service are to be placed in the proposed scale at the stage next above their 
present pay, it may happen in many eases that a person with several years’ 
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service and another person with only a service of (me or two years may 
come into the scale at the same point, as for instance, in oases where the 
minimum imder that scale is considerably^ higher than the minimum under 
the existing scale. But, in any case, any concessiori, on this point cannot 
be claimed as a matter of right. When this question was considered at the 
Conference with Provincial representatives, they rejected the claim for 
point to point fixation but they were not satisfied with adopting the course 
provided for in F. Es. 22 and 23. They favoured the grant of a moderate 
weightage for persons with longer service, in the nature of advance incre¬ 
ments' which may be allowed, say, at the rate of one increment for three 
years or fivfe years of service. 

As the situation is anomalous, any solution that may be proposed must 
be arbitrary. We have considered several alternatives. We mention below 
a method which may, in our opinion, be a reasonable approach in dealing 
with this matter:— 

When persons on the existing scales of pay are brought on to the corres¬ 
ponding scales that we have recommended, their initial pay may be fixed at 
the stage in the proposed scale next above the pay they are drawing in then 
present scale. To this should be added, special increments at the rate of 
one increment in the proposed scale for every three completed years of 
service. Some ceiling should, however, be fixed on the increases to be 
thus allowed; we suggest that the ceiling should be the next stage above 
the amount that may be arrived at after adding to the present pay the svims 
stated below:— 

For persons drawing a salary not exceeding— 

Es. 100 ... .., ... Es. 16 

Es. 101 to 250 . Es. 20 

Es. 251 to 400 ... ... Es. 30 

Es. 401 to 500 , Es. 40 

Es. 501 and above ... Es. 50 

The pay to be allowed to a person on the above basis should not exceed 
what he would draw if his entire service in the existing scale had been on 
the corresponding proposed scale of pay. In the case of those on pre-1931 
scales electing to come on to the proposed scales, it should be limited to the 
pay that would be admissible in the proposed scale to a person with corres¬ 
ponding service in the post-1931 scale. 

D.- AiJOWANCES and other BENEFITS 

71. Dearness allowance .—As stated in paragraph 18 supra, some system 
of dearness allowance must be continued so long as the cost of living con¬ 
tinues to be substantially higher than that indicated by an index of 160 to 
175. It is now too late to discuss the theoretical arguments for and against 
the award of dearness allowance. It has come to stay;' and all the persons 
who replied to our questionnaire or appeared before us were agreed as to 
the necessity for continuing it. The services have become accustomed to 
it for some years past and they are not likely to acquiesce in its disconti¬ 
nuance before economic conditions improve. We do not think it necessary 
to deal with the criticisms that have been urged against "the lines hitherto 
followed in granting dearness allowance. We have, however, given due 
weight to them in making our recommendations. The lower grades of Gov¬ 
ernment servants with fixed incomes of small amoimte have been hard hit; 
they must bo relieved, at least to some extent, of the hardships imposed on 
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them by the abnormal conditions stilL persisting. ' Any possible repercus¬ 
sions, financial or economic, which some measure of relief given to them 
may give rise to, must, as we have already stated, be met by other appro¬ 
priate steps. We are convinced that in the best interests of the country 
and of the public service, it is necessary that the lower ranks of the ser¬ 
vices should be placed in a position in which their total earnings, that is, 
the aggregate of their pay and dearness allowance, will suffice to provide 
a reasonable subsistence for them. 

The above statement of the object in view will itself indicate the 
principles which should govern the award of this kind of relief. As it seem¬ 
ed desirable to have a uniform set of principles followed in this matter, for 
the Central as well as for the Provincial Services, this question was dis¬ 
cussed at the Conference we had with the Provincial representatives. 
They accepted the principle that higher rates of dearness allowance should 
be provided for the lower paid public servants and that it would accordingly 
not be proper merely to adopt a percentage of pay as the basis for the 
determination of dearness allowance. We are of the opinion that for the 
classes whose pay only enables them to live on the marginal level in nMmal 
times, the allowance must be so fixed as to neutralise the rise of prices. 
Some of the upper grades too will require a measure of relief. In certain 
systems this relief is calculated by dividing the pay of each person into 
slabs and allowing varying percentages on each or some of those slabs. 
Without adopting such a complicated procedure, we think it sufficient to 
provide by slabs for persons on different levels of pay, as shown in the 
accompanying table which also provides for diminishing rates of dearness 
allowance as the cost of living index falls, taking the stages by 20 points 
at a time. Even while accepting these principles, the Provincial represen¬ 
tatives desired that the subject of dearness allowance had better be left to 
remain as it now stood, because any increase in the dearness allowance, 
particularly when taken with an increase in the basic pay as well, would 
(in their opinion) impose an impossible burden on the Provincial finances. 
They were further reluctant to approve of any substantial increase of dear¬ 
ness allowance even to the Central Services, because they felt that such 
increase would almost compel the Provincial Governments to follow suit. 
In justification of this no-change policy, many of the Provincial representa¬ 
tives stated that their employees seemed to be satisfied with what was now 
being paid to them under the head of pay and dearness allowance. We 
have given our most careful consideration to these views of the Provincial 
representatives; we feel that even the weight of these arguments will not 
justify an absolute no-change policy. 

72. As explained in paragraph 51 supra, we adopt Rs. 55 per mensem 
as the minimum requirement of a working class family at a cost of living 
index of about 260 and deducting Es. 30 therefrom as basic pay, we fix 
Es. 25 as the monthly dearness allowance to be paid to the lowest grade of 
public servant as long as the cost of living index remains between 260 and 
240. As explained in the same context, the lowest middle class employee 
starting on a salary of Rs. 55 per mensem will get a dearness allowance of 
Rs. 35 per mensem in like circumstances. The accompanying table exhibits 
what seems to us to be the appropriate progressive decrease in the per¬ 
centage of allowance as the salary of the employee increases or the cost of 
living index goes down. When the index goes down to anything between 
200 and 180, a public servant drawing a basic pay of Rs. 50 or less per 
mensem will receive a dearness allowance of Rs. 10 per mensem. When 
the index goes below 180, dearness allowance will cease; but, as explained 
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in paragraph 50 supra, it is our recommendation that at that stage tbfi- 
aiims of Rs. 5 and 10 shown under 180 be added to the basic pay of the two 
classes against which they are shown:— 


Pay Range Index 

280 

260 

240 

220 

200 

180 

160 

Up to Rs. 60 

30 

26 

20 

15 

10 

5 

— 

Rs. 61—100 

40 

36 

30 

26 

16 

10 

— 

Rs. 101—160 

46 

40 

35 

30 

18 

— 

— 

Rs. 161—200 

55 

45 

35 

30 

20 

—. 

— 

Rs. 201—260 

60 

50 

40 

30 

20 

— 

—• 

Rs. 261—300 

75 

60 

45 

30 

26 


— 

Rs. 301—500 

86 

70 

55 

40 

25 

— 

— 

Rs. 601—760 

106 

86 

60 

40 

— 

— 


Rs. 761—1.000 

126 

100 

75 

50 

— 

— 

— 


As Indians marry comparatively early in life—and even before marriage- 
many of them have other dependants to support—we have not thought it 
necessary to mahe any difference between married and unmarried people. 
As will be seen from the above table, we do not think it right or proper to 
grant dearness allowance to persons .drawing salaries of more than 
Rs. 1,000 per mensem, even at the present level nf prices. When the cost 
of living index goes down to 200, dearness allowance will be limited to 
persons drawing Rs. 500 per mensem or below. By way of marginal adjust¬ 
ment, however, persons drawing a salary exceeding Rs. 1,000 at the first 
stage and salary exceeding Rs. 500 at the last stage must be allowed such 
additional sums as will put them in a position not worse than that ofi a 
man with a salary of Rs. 1,000 or Rs. 500, as the case may be. For 
example, ,a person with a salary of Rs. 1,000 per mensem will today get a 
total emolument of Rs. 1,100 made up of Rs. 1,000 (pay) plus Rs. 100- 
(D.A.). A person on Rs. 1,050 must be paid a dearness allowance of Rs. 50 
so that he may not be worse off than a man drawing a salary of Rs. 1,000. 

73. We hope that price levels have by now reached their peak and 
that the cost of living index may, in future, progressively fall. We have, 
however, indicated in our table what should happen when the cost of living 
index exceeds 260 but remains below 280. A similar progressive course 
will have to be followed if the cost of living index goes even above 280. 
According to our scheme, it will not be necessary to have different cost of 
living indices for different localities. Dearness allowance should be 
calculated on the basis of the all-India index number prepared by the 
Economic Adviser to the Government of India.* The slab rates should be 
examined every six mouths for the purpose of deciding on a revision and a 
change should be made only if the index figure for three previous months 
stood above or fell below the index figure for the next slab. The allow¬ 
ance should be calculated only on the basis of substantive pay even when 
a person is officiating in a higher post. During all leave with pay (full or 
partial), it should be allowed on the substantive- pay. Eor this purpose, 
pay shall not include overtime. 

74. All allowances and concessions introduced during the war to meet 
the high cost of living (by whatever name they might have been called, 
including good conduct pay in the Postal service and War allowance in 
respect of the higher ranks of the services) will cease hereafter. In the 
Railways and in some of the Provinces, we understand there is in vogue 
some system of supply of commodities at rates cheaper than the market 
price. Such supply has no doubt the advantage of securingthat the worker 
obtains the constituents of his standard of living instead of' having to 

*D. 0. No. 301—Addl. Secy., dated 28th March 1947 and No. 324 Addl. Secy./47, 
dated 16th April 1947, from the Finance Department seeking clarification on this point 
and the Commission’s reply thereto dated Slat March 1947 and 30th April 1947 are 
annexed as Appendix C to this Report. 
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struggle for them with others, possibly finding himself imsuocessful in the 
end. Some of the Kailway administrations seemed disinclined to 
continue these supplies in future. We only wish to say that as long as 
any concessions in the matter of supply in kind are allowed, the estimated 
monetary value of such concessions shall be deducted from the dearness 
allowance calculated in accordance with the above table; otherwise, there 
will be an invidious distinction between one kind of public servant and 
another. We, however, feel that any encouragement given at this juncture 
to co-operative organisations of public servants for the purchase of their 
supplies will be opportune. 

75. We have received representations from pensioners to the effect that 
their pensions are inadequate to meet their needs in these days of high 
prices. The same problem will be faced by persons who may retire from 
service in the near future, i.e., before normal conditions are restored. We 
appreciate the difficulty of their situation; but we are unable to make any 
recommendation for the benefit of.past pensioners as their case is not 
included in the reference to us. Even as regards persons who may re^e 
after 1st January 1947 in view of the very heavy financial burdens which 
our recommendations for the benefit of those in service are likely to involve, 
we regret we caimot see om- way to recommend more than a limited measure 
of relief to them. At the Conference of Provincial representatives, there 
was little support for any step to improve the relief to pensioners beyond 
what is now being given. Consistently with our policy of helping those 
whose need is the greatest, we recommend that dearness allowance be 
limited to those drawdng a pension of Rs. 150 per mensem or below and 
that the allowance be calculated at half the rate admissible as per the slabs 
shown in the above table, treating pension as pay for the purpose. Here 
again, bjy way of marginal adjustment, persons drawing pensions exceed¬ 
ing Es. 150 per mensem must be paid such allowance as will place them 
in the same position as a person drawing a pension of Es. 150.* 

76. Dearness allowance is by its very nature temporary. A variety of 
other allowances or concessions of a permanent character have been claimed 
in addition. As they would constitute additions to emoluments, it would 
be relevant to deal with them here. 

Housing or House-Rent Allowance. —War-time conditions have brought 
the housing problem to the forefront. As many of the important public 
offices are situated in crowded cities, a large proportion of public servants 
have been hard put to find residential accommodation even on payment of 
high rent. All sections of the service both high and low’ have therefore 
demanded that Government should provide them with accommodation. It 
was, however, realised that this was not practicable immediately or in the 
near future, even if Government should undertake an extensive building 
programme. We are not prepared to recommend anything like the use of 
“requisitioning” powers in peace-time. If a building programme should be 
undertaken, it seems to us that priority should be given to schemes for 
housing employees in the low’er grades of the Service. In the case of 
public servants who are prepared to own houses in the places where they 
serve, it may be expedient to encourage them to build houses by a liberal 
policy of advanqing building loans. Encouragement may also be given to 
co-operative building effort. Two aspects of the housing problem pressed 
before us are (i) provision of free quarters for certain grades and categories 

*Mp Anthony considers the present limit is too low and does not take into con¬ 
sideration the genuine hsidship of pensioners and that dearness allowance should be 
paid to all pensioners drawing npto a limit of Be. 250. 
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•of public servants, (ii) award of house-rent allowance to other categories oi 
public servants in places where it may not be found possible to secure 
reasonable accommodation within the ten per cent, of the salary which is 
supposed to represent house-rent. A subsidiary problem is that facing 
public servants proceeding on transfer who find it very difficult to secure 
acopmmodation in time in their new station. To help this last category, 
we would suggest that some residential accommodation might be built by 
‘Government or acquired on lease in the bigger cities with a view to provide 
housing facilities for such public servants till they are able to make their 
•own arrangements. In dealing with the first of the above questions, it 
•must be remembered that when discussing the question of minimum wage 
s(in paragraphs 46 et seq supra) we have not taken house-rent into account. 

77. We understand that the policy of Government is to allow free 
•quarters only to such establishments as are required to reside on the office 
•premises for the proper discharge of their duty. Government have 
tgranted rent free concessions in the past in the following cases: — 

(a) Where the pay scale of the grade or class or the pay of isolated 

posts has beep deliberately fixed in consideration of the fact 
that Government quarters will be provided rent free; or 

(b) Where but for the grant of the rental concession a higher scale 

of pay or a special pay or a compensatory allowance of some 
kind would have to be granted. 

'Free quarters are thus generally allotted to Engineering Supervisors, Class 
II Traffic Officers, Postmasters, Sub-Postmasters and Branch Postmasters, 
‘General Service Telegraphists, Wire’ess Operators, etc., in the P. & T. 
Department; to certain categories of low paid staff in the Railway and Civil 
Departments and to some of the categories now designated as inferior 
•servants. The grant of rent free accommodation is generally subject to 
the condition that GovernnJent accommodation is available. Since the 
Betrenchment campaign of 1931, most of these concessions have come 
under review and the present policy is to limit the concession to specific 
•categories. Even where Government quarters are available and are allotted 
to the lowest paid staff, a recovery is in other cases made from the occupEmts 
towards rent;_ At places where there are no quarters available, the practice 
has generally been to grant house-rent allowance to subordinates of the 
•classes who are entitled to rent free quarters but for whom quarters could 
not be provided. We do not favour any general change in the present 
policy in this respect.. It, however, appears that at present some categories 
•of staff are in receipt of concessions not strictly in accordance with the above 
policy. We recommend that in cases of future recruits, Government may 
definitely restrict the grant of the concession to categories who fully satisfy 
ithe general conditions prescribed. In view of the uniformity in pay scales 
which will apply if our recommendations are accepted, we consider that 
there should be no departmental exceptions in the matter of rent free 
benefits which will be at variance with accepted policy. 

78. We understand that Government have not as a general policy 
accepted their liability to furnish residential accommodation (whether free 
•or on rent) for all classes of their employees. As a matter of convenience, 
they have endeavoured to provide accommodation in some large centres 
where there is a considerable bodv of employees and where the shortage of 
accommodation renders it desirable that Government should provide 
.accommodation. In such cases. Government recover from their employees 
a. rent which is generally concessional, as it is limited to the standard rent 
or 10 per cent, of the employee’s pay, whichever is less. In this respect, 
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too, we do not consider any general change is necessary. In places where- 
house rents are very high and Government are not themselves in a position 
to provide accommodation for their staff, it has in the past been the policy 
to grant a house rent allowance. Till recently this concession had been* 
limited to costlier cities like Bombay, Calcutta, etc., and to the staff who 
are normally liable for all-India service. During the war period, we under¬ 
stand that a house rent allowance had been extended to Subordinates and 
other staff who had been recruited provincially or locally and the concession 
was also extended to certain other centres. In framing our recommenda¬ 
tions regarding basic scales, we felt that uniform scales of pay could be 
prescribed only on the assumption that in the costlier cities and special 
areas the basic scale will be supplemented by the grant of suitable house 
rent or other allowance. On this ground, we recommend that a house rent 
allowance should be granted to all employees with certain restrictions as 
regards pay limits and areas. The allowance may for the present be- 
granted on the lines indicated in the following table; — 



♦Cities with 

Cities with 

Bombay 

Pay of offioens. 

population 

population 

and 


over one ■ 

over 6 

Calcutta. 


lakh. 

lakhs. 



Rs. 

Rs. 

Rs.l 

Below Rs. 55 

6 

7 

10 

Rs. 66 to 100 

7 

10 

16 

Rs. 101 to 260 

. • • 

15 

20 

Over Rs. 260 


n% 

10%. 



of payt 

of payt 


The matter may be reviewed as soon as G.ovemment think that the- 
situation has substantially changed. 

79. Children’s Education Allowance .—Next to the claim for free housing; 
.or house-rent allowance, the demand most strongly insisted on by many 
categories of public servants related to a claim for allowance for the educa¬ 
tion of their children. The <Juestion of education came up before us in 
another aspect also, namely, the further education of the ernployee him¬ 
self. It seemed to us a very encouraging sign that public servants of all' 
grades showed such a clear realisation of the need for education both for- 
themselves and for their children; and the claim has,our strongest sympathy. 
We have, however, felt some difficulty in determining the form in which 
our recommendation for help should be made. So far as the employees’ 
education is concerned, we have dealt with the question elsewhere under 
the heads of “study leave” and “conditions of service” (see paragraphs 
135 and 151). Greater insistence has rightly been placed on 
the education of children. Two problems have been brought to our notice 
in this connection: (i) It often happens that service duties compel a person 
to reside in a place where there are no facilities for the education of his 
children, (ii) It happens more frequently that for lack of means, "many a 
public servant is not able to give his children the benefit of even such 
facilities for education as are available in the place where he is serving. 
One case of the former kind is provided for in Eule 1102 of the State Eail- 

*Mr. Joshi and Sardar Mangal Singh think that independently of the population 
limit of one lakh public servants drawing a pay of Rs. 100 or less should be entitled 
to some house-rent allowance in all municipal towns. 

+To cover the actual rent paid in excess of 10 per cent, of their pay but limited 
to 10 per cent, of pay for residential accommodation which haa been approved; 
by competent authority. 
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way Establishment Code. It provides that non-gazetted Eailway servants 
shall, in certain contingencies, be eligible for assistance from Eailway 
revenues for the education of their children. One of them is where, owing 
to the absence of a school or schools of the requisite standard at the station 
at which the Eailway servant is posted, he is compelled to send his child or 
children to a Boarding House away from the station at which he is posted. 
As an instance of the second kind, we may refer to the practice that seems 
to have obtained for many years in respect of the non-gazetted staff of 
Ordnance Factories It is stated in Chapter III of the Wilmot Committee’s 
Eeport that in the case of this category of public servants, Government 
have, for many years past, paid an allowance for the education of their 
children. We also understand that in some localities there is a practice 
of Droviding free education for the children of teachers. The question is 
whether and how far it will be possible to extend and standardise practices 
of the kind abov-» referred to. 

80_, So far as the Eailway rules are.concerned, it has been brought to 
our notice that the benefit of the rules relating to educational assistance 
has been denied to “inferior servants’’. It was perhaps thought some 
time ago that this category of public servants were not keen about the 
education of their children. It is otherwise difficult to understand the 
reason for excluding them from the benefit of the rules. Anyhow, they- 
are very keen about it now and it is difficult to justify their exclusion any 
longer. The General Managers, in their evidence before us, concurred in 
this view. The Wilmot Committee’s Eeport proposes that the system of 
educational allowance should be extended to all grades of the gazetted 
and non-gazetted staff “excluding the clerical staff’’. This exclusion is, 
to say the least, unfortunate. It was explained on the ground “that the 
granting of a special allowance to clerks will result in considerable reper¬ 
cussions’’ and the Committee added "it appears to us that the revised 
rates of pay which we have recommended should be sufficient to allow for 
the cost of children’s education normally shouldered by members of the 
clerical staff’’. The justification will, we are afraid, be even more resent¬ 
ed than the exclusion itself. That the granting of an allowance for this 
purpose to the clerks of the Ordnance Department may result in repercus¬ 
sions in other departments is of course true; but it certainly cannot be 
said that the scales of pay of Es. 6Cb—150 and Es. 150—300 which the Com¬ 
mittee have recommended for clerks make them better able to bear the 
cost of their children’s education than officers to whom much higher salaries 
have been recommended by the Committee. We invited the attention of 
the Master-General of Ordnance to this part of the Committee’s report 
when he was before us. He seemed inclined to accept the justice of our 
criticism and stated it as his personal view that the remedy would lie in 
laying down a general level up to which education should be free to all 
classes and in making scholarships available to promising children for 
higher education including technical education. He recognised that it 
would be difficult to support the grant of a direct form of education allow¬ 
ance to higher officers while denying such allowance to low-paid public 
servants. It seems to us that it is more necessary to begin with a scheme 
for helping members of the subordinate grades in the service in the matter 
of the education of their children. 

81. Some of the witnesses have insisted that as it might take time to 
extend to all citizens the benefit of what is known as the Sargent Plan of 
education, the State mi^t well make a beginning, by affordii^ help for 
the education of the children of its own low-paid employees. It is, no 
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•doubt, possible to argue as a matter of theory that an element for the 
■cost of the education of the children is taken into account in the ascertain¬ 
ment of the family budget with reference to which the minimum salaries 
■of public servants are fixed. But we know what items we have actually 
taken into account and we also know what the cost of education is today. 
There is also much to be said in favour of the view that instead of includ¬ 
ing the cost of children’s education as an item in the determination of a 
public servant’s emoluments, it would be better to provide for it separate¬ 
ly, because, in the former case, the increased rate of pay would benefit 
those without children as well as those with children. These considera¬ 
tions lead us to think that in the immediate future, the State should 
undertake some measure of responsibility in respect of th'e education of 
the children of its employees. The questions are; (t) what is to be the 
measure of such help, and (ti) to which class of employees is such help to 
ibe extended. Dealing with the second question first, it seems to us that 
in the immediate future such help should be limited to persons drawing a 
■salary of Rs. 100 or less per mensem. To ensure that the help is genuine¬ 
ly required and will be properly utilised, it may be necessary to prescribe 
•safeguards, as for instance, that some portion of the expenses should be 
borne by the parent. This is a matter to be settled in consultation with 
"the educational authorities. Tentatively we would suggest that the State 
might contribute 75 per cent, of the tuition fee in the case of the children 
of Class IV employees and 50 per cent, of the fee in the case of the children 
■of Class III employees—subject to the limit of Es. 100 salary per 
mensem.* As regards the duration of such help, it was suggested by the 
Superintendent of Education, Delhi, that the practice now obtaining in 
respect of teachers’ children might be followed in the case of the children 
•of all low-paid employees or some contribution might be given for the cost 
•of education up to the higher secondary stage. Where technical education 
is preferred, the help must extend up to a corresponding stage in that 
line. In rule 1101 of the State Railway Establishment Code, the words 
•excluding “inferior servants” from the benefit of that Chapter must he 
■omitted. With the recommendations of the Wilmot Committee on this 
question, we shall deal when we come to the Ordnance Department. 
Some of the State Railways maintain schools in certain centres for the 
benefit of the children of their employees. The General Manager of the 
B. B. & C. I. Railway stated before us that funds for the extension or 
improvement of these schools were refused on the ground that the provi- 
•sion of educational facilities was a responsibility of the Provincial Gov- 
’-nments. This view seems to us to mix up the responsibility of the State 
•as an “employer” with its responsibility qua State. 

82. Compensatory allowances .—Compensatory allowances are at pre- 
:sent granted for the following purposes: — 

(i) local allowances to meet the high cost of living in certain costly 

cities or areas; 

(ii) local allowances to compensate for the hardship of service in 

certain areas, e.g., areas with notoriously bad climate; 

(iii) local allowances to compensate for the hardship incidental to 

service in certain difficult or remote areas, e.g., the Frontier 

tracts or places which are declared as non-family stations; 

*Mr. Vadilal Lallubhai is of the opinion that even in the case of children of Class III 
employees, the State should contribute 76 per cent, of the tuition fee. 
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(iv) .hill allowances to compensate for the higher cost of living and 

special requirements such as additional warm clothing, fuel, 
etc., for the winter; 

(v) Field Service allowances granted on the analogy of the allow¬ 

ances given to enrolled personnel when serving with the 
army or in areas- declared to be Field Service areas. 

• 83. After World War I, compensatory allowances were granted to All- 
India Service Officers serving in a number of costly cities, e‘g., Bombay,. 
Calcutta, Karachi, Madras and Eangoon. Following the fall in prices aud 
the introduction of the revised scales of pay subsequent to 1931, these 
allowances came under review and were in some' cases reduced and in 
other instances withdrawn. At present compensatory allowances (rang¬ 
ing from Es. 50 to Es. 100, according to the rates of pay) on account of 
the high cost of living are allowed to gazetted officers serving in Bombay 
and Calcutta. Non-gazetted staff of certain departments are also entitled 
to compensatory allowances in these cities at varying rates. Thus, in' the 
P. & T. Department, staff serving in Bombay and Calcutta are allowed as 
compensatory allowance amounts ranging from Es. 10 to Es. 15. These 
rates are subject to a cut of 50 per cent, in the case of staff on the old 
scales of pay where they have been provided free quarters or are in receipt 
of house-rent allowance. During the last war, minis-terial staff in certain 
Central Government offices were also adiowed a compensatory allowance 
of 10 per cent, of their pay in Bombay and Calcutta and recently a com¬ 
pensatory allowance ranging from Es. 5 to Es. 20 has also been "sanction¬ 
ed for non-gazetted staff serving in Karachi. The practice has not been 
uniform in all departments’ but the general principle followed was to 
differentiate between officers -with all-India service liability serving on 
uniform rates of pay in costly as well as less costly areas and establish¬ 
ments recruited on definite zonal scales of pay where the pay scales them¬ 
selves contained an element of differentiation for the higher cost of living. 
In respect of the subordinate establishments, such a differentiation in 
basic scales of pay for different establishments existed bet-ween Bombay 
and Calcutta and -the mofussil; while in the P. & T. Department the 
"zonal system of pay still continues. 

84. Since we have recommended imiform wales of pay, abolishing the 
distinction between cities and semi-urban or rural areas, we are of the 
view that local allowances should be limited to a few costly cities. Be- 
cently, the Punjab Government have granted a corporation allowance to 
their non-gazetted employees at Lahorel The Central Government em¬ 
ployees have also demanded the grant of a similar allowance. Similar 
demands have also been made in respect of cities like Delhi, Madras, etc. 
We are not in a position to appraise the relative cost of living in various 
cities. Wa would, in the circumstances, recommend that local allowances 
at the following rates might be paid-for all non-gazetted staff serving in 
Bombay and Calcutta and would suggest that Government should gnake 
a review of the conditions prevailing in other specially costly cities aud 
decide to what extent similar benefits must be extended to staff serving 
in those cities: — 

For Bombay and Calcutta. Amount of allowaftee. 

Pay not exceeding: 


Bs. 

35 



Bs. 

6 

99 

35— 60 



99 

7-8 

99 

61— 80 



99 

10 

99 

81—140 



99 

12-8 

99 

I4I—200 



99 

16 

99 

201—300 



99 

17-8 

99 

301-£00. 




20 
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85. In regard to the bad climate allowance given in unhealthy areas, 
We recommend that the classification made by Provincial Governments 
may be followed as they are in the best position to decide what areas are 
particularly unhealthy and require the grant of such an allowance. 

86. In regard to the Frontier Allowance, we understand that this is at 
present given to all non-gazetted staff employed on certain sections in 
the Quetta Division as well as in the Rawalpindi Division of N.W.E., the 
rates ranging from Rs. 5 to Rs. 40 and not exceeding 30 per cent, of pay. 
Certain civil establishments also draw the frontier allowance when serving 
in India’s North-West and North-East Land frontier areas. Similar 
compensatory allowances are also allowed for certain' grades of postal staff, 
e.g., telephone operators, sub-inspectors, mistries, linemen, etc., when 
serving in non-family stations in the N.W.F. Some of the witnesses who 
have appeared before us have complained that these allowances are in¬ 
adequate for service in non-family stations and have claimed parity of 
treatment in this matter with personnel paid from Defence Estimates. 
Wa are unable to make any specific recommendation as regards the quantum 
of these allowances but would bring the matter to the notice of Govern¬ 
ment for redressing what appears to be a source of hardship to low-paid 
staff. 

87. Hill allowances are granted to staff serving in various areas. First 
we would mention the Simla allowances which originated as compensatory 
allowances for the migratory staff who were required to move between 
Delhi and Simla. These include a compensatory allowance and a house 
rent allowance as well as a winter allowance for the non-gazetted and 
inferior staff. On the Railway, staff serving on the Kalka-Simla section 
are entitled to hill allowances ranging from 10 per cent, to 20 per cent, of 
their pay subject to a minimum of Rs. 2/8/-. P. & T. staff serving in 
Simla hills, Nainital, Murree, Darjeeling and Ootaoamund are also entitled 
■to certain compensatory allowances. One of the grievances which was 
brought to our notice was that in the Nilgiris while these allowances were 
given to subordinate and ministerial staff, it was not allowed in the case 
of postmen and other lower grade staff presumably on the basis that such 
establishments were locally recruited. We were informed by witnesses 
who appeared before us that this presumption was not correct and that 
most of the lower grade employees also came from the plains. We 
recommend that this matter may be further looked into by the adminis¬ 
tration so that what seems to be a genuine grievance may be redressed. 

88. For these local allowances generally, we are unable to prescribe 
specific rates but would consider it desirable that in granting the allow¬ 
ance, the practice of the Provincial Government in the matter of granting 
allowances for their employees should be taken into account. 

89. Field Service Allowance .—This is generally given to enrolled per¬ 
sonnel serving in areas declared to be field service areas whether in India 
or outside India. Following the military regulations, a limited amount 
of field service allowance is also given to civilian personnel paid from 
Defence Estimates when serving in these areas. The question has been 
raised before us in respect not only of civilian employees of the Defence 
Department who have this field service liability but also in respect of 
personnel of the Railway and P. & T. Departments. We understand that 
during the war when the Defence of India Units were formed on certain 
railway systems, the staff were given a 25 per cent, increase in pay to 
cover this kind of liability. In ordinary peace-time conditions, we do not 
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recommend any specific addition to pay to cover the contingent ability 
of staff of certain departments to be called for military service. But- 
when such personnel are re^fuired to serve in field service areas, we re- 
oommend that they should be paid an allowance adequate to enable ihem 
to meet the extra expenditure required for the maintenance of their fami¬ 
lies as they are not in receipt of all the concessions in regard to rations, 
family allowances, etc., allowed to enrolled personnel under the .Army 
Begulations. 

90. Conveyance Allowance .—Conveyance allowance is ordinarily an 
allowance granted on monthly rates for the maintenance of a horse, 
motor car, motor cycle, etc., or other conveyances when a person is expect¬ 
ed to travel extensively within or within a short distance from his head- 
■quarters, under conditions which do not' render him eligible for the daily 
-allowance -under the T.A. rules. The allowance is granted only when a 
person has got to do substantial touring on duty. It is in no case allowed 
for journeys between his home and his office. We understand that during 
the war subordinate staff in certain stations were given a conveyance 
-allowance to meet- the cost of transport charges between their homes and 
their offices where they had to live far away from their offices. On the 
basis of this concession, a general demand has been made before us foil an 
extension of this concession to aU categories of staff and generally to all 
stations where residential areas are distant from the office areas. Since 
we have recommended substantial increases in pay, we are unable to re¬ 
commend the grant of a conveyance allowance as a regular addition to pay 
to enable staff to meet expenditure on transport from their homes to their 
offices. A liberal grant of interest-free loans for the purchase of cycles may 
meet the situation. 

91. Medical aid .—At present, different rules apply to different Qlassee 
of Government servants as regards 'the kind of medical aid they are 
entitled to. The most favourable rules are those applied to the Secretary 
of State's Services. - The rules applicable to Central Services allow 
iubstantially similar benefits and are only more yestrictive in the matter 
of the extent to which the cost of special treatment, special medicines 
and special nursing can be reimbursed. The rules generally entitle a 
Government servant to treatment in a Government' hospital. If, in the 
opinion of the authorised medical attendant, there are no such facilities 
nearby at a Government hospital or in any other approved hospital or 
if a Government servant is on account of the severity of the illness, not 
fit to be moved to a hospital, he is entitled to receive free treatment at 
his residence. Free treatment covers all medical and surgioial facilities 
available at the Government- hospital including Pathological, Bactereo- 
logical. Radiological or other methods considered necessary by the autho¬ 
rised medical attendant. It also includes the supply of such medicines, 
-vaccines, etc., as are ordinarily available in the hospital, such accoEiBio- 
■dation in the hospital as is ordinarily provided, and is suited to his status 
and such nursing as is ordinarily provided to in-patients. To the extent 
that the auMiorised medical attendant considers consultation with a 
specialist necessary, charges incidental to such consultation are also, 
reimbursed. Recently Government have extended to the families of 
Central Government servants similar facihties in respect of medical 
attendance and treatment free of charge at hospitals. In view of the fact 
that the Central Government does not usually have its own separate hos¬ 
pitals, the facility of medical treatment is allowed at all provincial 
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hospitals including hospitals maintained by local authorities and wherever 
hospital treatment is provided an employee is able to obtain reimburse-^ 
ment of all reasonable expenditure incurred. Cost of medical attendance 
and treatment at the consulting room is also reimbursed both for treat¬ 
ment of the officer himself and for his family. Government have, also- 
waived the recovery of diet charges (due at hospitals) from officials drawing 
pay of less than Es. 100 and also in the case of their families when 
they are in-patients. 

92. The difficulties and grievances which have been urged before us 
seem 'to be due to the paucity of medical facilities provided generally. 
The facilities provided for Eailway staff have been claimed for all sections 
of the public service;,but the Eailways have a medical service specifically 
intended for their staff. One of the points mentioned to us was that the 
facilities of free treatment provided for members of the families of public 
servants do not go far enough and free treatment iti the employees’ 
homes has been asked for. To the extent that such free treatment is 
at present allowed for the employee himself, i.e., where the authorised 
medical attendant thinks that owing to absence or remoteness of a suit¬ 
able hospital or of the severity of illness the patient cannot be 
moved out, the family may also be allowed to receive free treatment at 
the residence of the employee. 

A question of principle has been raised in respect of the existing rules 
as to the medical attendance to which Government servants are entitled. 
The expression “authorised" medical attendant’’ is defined in the rules 
in a manner which involves discrimination between one category of 
public servants and another category by providing that higher grade officers 
are entitled to attendance by the Principal Medical Officer, while those 
lower in the service are ordinarily entitled to attendance only from 
medical officers of lower grade. It is claimed with 'some reason that the 
nature and seriousness of the' ailment should be the deciding factor and 
not the status of the patient. Any attempt to meet this objection will 
involve a change in the basis of the rules; but as the matter involves a 
principle, we have thought it right to draw attention to the objection. 

93. Travelling allowance .—Complaints were made before us that the 
existing rates of travelling allowance, particularly in regard to mileage 
by road or daily allowance, were inadequate in relation to the present 
level of prices. We understand that during the period of the war, i.e., 
barely two years ago, these allowances were generally revised in an 
upward direction and an increase of nearly 25 per cent, was allowed in 
the rates of mileage and daily allowance. At the same time, the daily 
allowance for specially costly areas was also increased. In view of this 
fact, we do not feel there is substantial ground for a general revision of 
the travelling allowance rates. One of the points which was strongly 
pressed before us was the inadequacy of the daily allowance rates in the 
case of low paid employees and particularly inferior servants. It was also 
mentioned that there was an unjust differentiation against the inferior 
servant in that he was not allowed the additional half fare as railway 
mileage allowance as in the case of other classes of employees. With the 
removal of the present designation of inferior servants and the redesig¬ 
nation. of this catgory as class TV, we recommend that this distinction 
may be removed as regards tour travelling allowance and in respect of 
transfer travelling allowance. We would also recommend that the 

56 



GENERAL CONSIDERATIONS AND RECOMMENDATIONS 

adequacy of the present rates of daily allowance, particularly as allowed, 
.to tDe lower categories of employees, should be further considered by 
Government. 

One of the claims made by many categories of employees was for 
the grant of travelling allowance facilities to them and their families- 
when they proceed to their homes on leave. At present the rules do not. 
generally allow any travelling allowance for journeys made wliile going on. 
leave or on return from leave except in specified oases. During the war, 
a money allowance was given to members of the stafi taking leave for- 
rest and recreation to' enable them and their'family (wife only) to make- 
the return journey to their home station or any other place during the- 
leave period. This concession was originally sanctioned as a special 
concession to members of the staff not entitled to dearness allowance. 
But the practice has continued even after such staff became entitled to- 
vyar allowance; we have received vehement protests from the lower staff 
who received no such concession. We trust that this discriminationt! 
will cease. 

Moat employees have represented to us that in the service of the 
Central Government they are often employed in stations far away from. 
their homes and they are therefore put to considerable expenditure on 
travelling to their home stations whenever they take leave. All grades 
of officers, including the highest paid services, have complained that they 
are often unable to avail themselves of the facility of taking annual leave mi . 
account of the fact that the cost of travelling is so heavy that availing of' 
the leave would not be worthwhile except once in two or three years. On,, 
the analogy of the concession enjoyed by Bailway employees, many asso¬ 
ciations and representatiyes of st^ have demanded the grant of similar- 
concessions for non-Eailway employees also. We are elsewhere reoom-- 
mending that in view of the uniform scales of pay which we are suggest¬ 
ing fM’ the Eailway employees and other categories of civil employees, 
the existing benefits which the former enjoy in the matter of pass privi¬ 
leges should be scaled down. We consider that in the case of civil:, 
employees of departments other than the Eailway Department, an appro¬ 
priate measure of relief would be the grant of a concessiMi similar tO" 
the Privilege Ticket Order (P.T'.O.) obtaining in the case of railway em¬ 
ployees. This concession should, however, bo limited to one set of P.T.Os. 
for a return journey per year and the number should be limited to the 
officer himself and to members of his family. We note that at present 
only the officer and his wife are entitled to the rest and recreation con¬ 
cession, but nevertheless we consider the extension proposed is .justified. 
So long as the financial liability of the employee having to pay a portion- 
of the fare subsists, we do not feel there woiild be any risk of the privi¬ 
lege being abused If the issue of P.T.Os. on behalf of non-Railway 
staff'is 'ikelv oo cause any administrative difficulty to tlie Railway autho¬ 
rities, we would suggest That the employee availing himself of the ccn 
cession may be allowed to draw it on a T.A. bill and be reimbursed the 
concession amount. 


Out-station allowance, running allo-«'anco, etc., are special to particular categories:* 
of public servants and they can be conveniently dealt with in the sections relating t<v 
those categories of public servants. 
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E.—HOUES OE WOEK: OVEETIME; HOLIDAYS 

94. Hours of work ,—^Payment for overtime work forms part of the 
Aisual emoluments of certain sections of the public service; it may, 
therefore, be appropriately discussed here. As the calculation of ‘over¬ 
time’ turns on the number of regular hours of work which each public 
servant is expected to put in, the question of ‘hours of work’ also 
becomes relevant. Incidentally, it will be convenient to refer to the 
■question of- ‘holidays’ also here. 

95. There is naturally and inevitably a difference in respect of these 
matters between ordinary of&ce work and other kinds of work. As 
regards the employe'is of industrial or commercial departments (including 
the A.I.E.), hours of work have to be regulated with due regard to the 
nature and conditions of work obtaining in the particular department. 
Provision was made in respect of most of them by international conven¬ 
tions or statutory provisions enacted with a view to giving effect to 
international conventions. Illustrations are furnished by the laws and 
regulations relating to work in mines and factories, work on Eailways, 
etc. Some categories of Eailway workers had been excluded from the 
operation of the Hours of Employment Eegulations framed under the 
Indian Eailways Act. Their case and that of other Eailway workers are 
now before the Adjudicator. In the P. A T. Department, the hours 
of work have been hxed by rules according to the varying requirements 
of different classes of workers (see para. 57 of the Section relating to 
Posts and Telegraphs in Part IH of this report). Beyond a general 
eomplaint by many of the services that they are overworked and a 
demand for reduction of working hours all round and extra payment for 
•overtime work, no materials have been placed before us on the strength 
of which we can recommend any specific changes in respect of these 
■departments. As observed by us when dealing with the P, & T. Depart¬ 
ment, any changes in this respect can be made only if and so far as 
expert examination may show changes to be necessary. 

96. As regards office work, it is the opinion of many senior officers 

that holidays in this country are far too many and that the hours of 
work may reasonably be fixed at 39 or 40 per week, including an interval 
of about three quarters of an hour each day for lunch. The Director- 

General, I.M.S., who may be relied on as a medical authority suggested 

a 40 hours week. The services were very often ready to appeal to the 
practice in the United Kingdom; but when it came to the question of 
holidays and hours of work, they contended that difierences between 
the two countries in climatic and social conditions precluded the adoption 
•of the Enghsh practice here. Some services went so far as to suggest a 

27 hours week. No useful purpose will be served by discussing the 

various suggestions put before us. We do not ignore the limitations 
imposed by climatic conditions in this country; but, likewise, we cannot 
ignore the hours of work adopted in well-established business concerns, 
Banks, etc. Making allowance for all factors, we think that normal 
office attendance may reasonably be fixed at 38J hours a week bo as to 
provide for 6J hours of actual work on each week day after allowing 
half an hour for lunch and Bh hours of w'ork on Saturdays. If it is 
-desired to increase the lunch interval to three quarters of an hour, the 
total number of hours of attendance at office will have to be correspond¬ 
ingly increased. 
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97. A complaint was made that office accommodation was so inade- 
<iuate and uncomfortable in many places and other amenities so poor 
that it made sustained work very difficult. This is a genuine grievance 
and deserves to be redressed as quickly as possible. Useful observations 
on this point will be found in the Tomlin Commission’s report (para. 
614). ^ In the recent report of the Assheton Committee, it is jSointed out 
that Up-to-date - office equipment and accommodation have a potent 
psychological effect upon the efficiency of the staff. . . . The Govern¬ 
ment should see that its servants are well-housed and adequately 
■equipped (para. 23). We may also add that the introduction of some 
canteen arrangement, especially for lunch, in offices employing a large 
staff will not merely afford great convenience to the staff but also help 
them to turn out better work. The need as well as the advantage will 
be even greater for employees belonging to the working class. When 
questioned on this point, the Labour Secretary replied that the canteen 
habit had not yet developed in this country and that a canteen could not 
be run at a loss or on a subsidy basis. This is a kind of vicious circle 
which it may not be easy to break. The habit cannot be expected to 
be developed till some canteens at least are introduced as an experi¬ 
mental measure during peace time. As an alternative, we would strongly 
rwommend that every help and encouragement should be afforded for 
«ttempte to run canteens at least on a co-operative basis. 

98. —Kearly every section of the service has complained 
that the offices are understaffed, that the employees are overworked and 
that many of them are det.aiued in office till late in the evening; and 
a general claim has been made for overtime payment in all such cases. 
There is, on the other hand, a strong feeling in some quarters that some 
•offices at least are overstaffed. Both views may probably be justified, 
it seems desirable that steps should be taken at an early date to ascer¬ 
tain the staff strength required for each office or department and make 
•due provision therefor. As regards the claim for overtime, we have been 
warned that there is normally no need for if. in the ordinary offices and 
that the grant of overtime allowance in such offices will only encour¬ 
age slackness during the regular hours of the day. If once in a way or 
at some seasons of the year an office has heavy work, such pressure is 
often more than cornpensated by slack seasons during other parts of the 
year. Officers should be instructed to avoid detaining the staff in the 
office till late hours by reason of any individual vagaries. It must be 
made a rule that staff must be so detained, if at all, only under the 
written orders of the head of the office or some other responsible officer. 
Where they are so detained, a claim for overtime may be legitimate; but 
the existence 'of such a rule will itself serve to prevent unnecessary 
detention of the staff. Even when staff are occasionally detained in the 
manner above indicated, it would ordinarily suffice to compensate them 
if they are given an off day after they have worked overtime for a number 
of days. It is, however, conceivable that eveln clerical staff may in 
some departments have their work so linked up with the work of people 
who have regularly to work overtime that the former also may justifi¬ 
ably claim to have done systematic overtime work. This is stated to 
be the case in the Ordnance Factories for instance fsee Wilmot Com¬ 
mittee’s report, Chapter II, para. 5). Special provision may have to be 
made for cases of that kind so far as non-gazetted staff are concerned. 
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99. There are certain departments and services where overtime worl 
is well recognised and is almost unavoidable. Some representatives o 
these services, e.g., Kailwa^s, R.M.S., Pilots, Customs Preventive Offi 
cers, etc., have attempted to argue that if th^ department concemec 
would increase its strength and maintain an adequate leave reserve 
overtime work could be avoided. We are not satisfied that this is always 
practicable except at a disproportionate cost. We appreciate the dangei 
of imposing an undue strain on persons called upon to do overtime work. 
But all that we can recommend is that such work should be minimised 
as far as possible and also adequately compensated. 


100. Compensation for overtime work may be made in one of two 
ways. In some instances, the employee may be compensated by an 
off-day which will exempt him from work for a period bearing some 
definite proportion to the amount of overtime work he has put in. We 
have suggested something on these lines in respect of certain classes of 
Railway and Postal employees who may be obliged to work on Sundays 
or other public holidays. The other alternative is compensation in 
money. The choice must be determined according to the nature of the 
work, the frequency of overtime and other service conditions. Where' 
the compensation is to be in money, different rates are known and 
regarded as fair in different occupations. We do not think that the- 
general claim for twice the normal rate for all kinds of work is justified. 
In some oases, especially in the case of clerical work, a mere time rate 
for the extra hours will probably suffice. In certain other cases, one 
and a half times the normal rate will be reasonable. Where the over¬ 
time work involves special strain or exceeds a certain limit or involves- 
prolonged employment during night, the compensation may go up to as- 
much as twice the normal time rate. We are unable to generalise or 
suggest anything like rules of general application.* The matter must 
be examined by each department and a fair measure of compensation 
must be determined in the light of such examination. 

101. Holidays .—While we sympathised with certain demands of the 
services even when they seemed extravagant, we found it difficult to> 
appreciate their demand for more holidays. Under the existing arrange¬ 
ment, most offices (except in special departments) do not work more 
than 260 days in the year (after excluding 78 days on account of Sundays 
and half holidays on Saturdays and 27 general or communal holidays). 
Even out of this, public servants are entitled to 14 days (or in some 
instances even longer) casual leave in the year, 30 days earned leave 
and nearly a month (on an average) of other kinds of leave (though not 
on iull pay). How members of the service thought fit to ask for an 
increase in the number of holidays we found it hard to understand.' The- 
M.A.G. rightly observes “It is questionable whether any country can 
really afford to pay for so many unproductive man-days’’. We are 
strongly inclined to recommend that every reasonable effort should be 
made to increase the total number of working days in the year. 

----—I*----— - ■ __ ■ __ 

Mr, Vadilal considers that in some ca^es such as the case of clerical work a mere- 
time rate for the extra hour will suffice. In all other cases, the compensation should be 
twice the normal rate. 

Mr. Joshi thinks that payment for overtime work at twice the usual rates is essen¬ 
tial for all overtime work in industry. 
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102. The question of communal holidays has caused us. concern and 
■anxiety. We wish to avoid being misunderstood as lacking in respect 
towards any community or rehgion by suggesting that particular com¬ 
munal or religious festivals are less important than other festivals. 
Senior officers have complained that these communal hohdays seriously 
dislocated work in the office by reason of the absence of one portion of 
the staff. The remedy is certainly not, as was suggested by some service 
.representatives, to declare all communal holidays to be closed .holidays. 

An attempt must be made to see if the situation cannot be mat by 
slightly increasing the number of casual leave days and abolishing all 
communal holidays, giving the option to each, member of the service to 
take casual leave if he so desires on such of the festival days of his 
■community as he considers sufficiently important to justify his absence 
from duty. 

103. A point was made before us that some pfficers insist on produc¬ 
tion of a medical certificate even when casual leave is asked for. We 
anust strongly condemn the practice, if it exists. It may be admitted 
that leave is not a matter of right and it may also be true that 
■exigencies of public work may prevent a man being relieved from duty 
•on the day he wants. But the exigencies will not change on his pro¬ 
ducing a medical certificate. The practice will not merely put the 
employee to unnecessary eiqieDSe but will demoralise him by compelling 
him to pretend illness. Certain services, practicularly of the Eailways 
and Posts and Telegraphs Departments, complained that they are 
generally or frequently obliged to work even on Sundays and other 
holidays. As such services stand on a special footing, we have discussed 
this point in the particular sections dealing with those services. 

F.—RACE AND SEX—DIFFERENTIATION ON GROUNDS OF 

104. Our recommendations have so far proceeded on the footing that 
the principle of equal pay for equal work is accepted and that the public 
services will normally be manned by Indians of the male sex recruited 
in India. A few words remain to be said on the question, what differ¬ 
entiation, if any, should be made if and in so far as non-Indians or 
women may be employed. We need hardly say that we are not prepared 
to countenance any distinction based on grounds of racial superiority or 
racial inferiority nor, so far as women are concerned, any based on 
considerations of chivalry on the one hand or traditional prejudice on the 
other. It is, however, possible to maintain that any discrimination in 
favour of non-Indians or discrimination for or against women will not 
necessarily involve a departure from the principle of ‘equal pay for equal 
work’. In favour of some non-Indians, it has been claimed that their 
work is more productive or more valuable and hence their claim for 
higher pay is justified. It is not necessary to canvass the correctness 
of this claim in its generality. It seems to us right to. assume that, in 
future, non-Indians are not likely to be recruited except on the ground 

*Mr. Vadilal suggests that in this country -where the majority of inhabitants are 
Hindus and Muslims, who do not attadi any special significance to Saturdays and 
Sundays as holidays, the weekly holiday structure should be revised and some kind 
of holiday structure aa is being established in factories should be considered. The 
number of holidays that one gets in this country is relatively very large as compared 
with other countries and which this country is specially unable to afford. He would 
therefore strongly urge the overha.uling of the holiday structure. 
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of special capacity or expert knowledge. If this assumption is rights 
it will follow that we must be prepared to take them on their own terms. 
A foreigner, if he is worth his hire, cannot reasonably be expected tO' 
come out to India and serve here on the same terms as an Indian 
serving in his own country. All that we can. recommend is that as far 
as possible such expert or specialist services should be obtained on 
contract basis, on terms appropriate to the individual concerned and that 
the need even for such engagements should gradually be eliminated by 
training our own men for such expert or specialist jobs. Where a non- 
Indian is for any reason recruited to a post in one of the permanent 
cadres, it will be best not to alter the basic salary of the post but to 
compensate him by ija special allowance analogous to overseas 

105. As regards the employment of women, the problem has not yet 
become acute in this country, but two or three broad considerations can 
easily be indicated. To the extent to which Government have to follow 
the practice obtaining in private industry, Government cannot ignore the 
consideration that in private industry tsvomen are generally paid less 
than men. This practice finds some justification in the fact that in 
several kinds of work, women are by reason of their phLysical limitations 
unable to produce the same output as men. Further, the argument of 
minimum wage will not avail women in the same form or with the same 
force as it applies to men, in so far as it assumes that a man must be 
provided with the means of maintaining his wife and some children. 
There are, however, certain kinds of work where the services of women 
are exclusively or preferably required, e.g. school mistresses, lady doctors, 
nurses, etc.; there are also some jobs which women are found to fill 
better than men, e.g. telephone operators, etc. In such instances, it 
may be justifiable to pay women better than men and give them more 
favourable terms. The Superintendent of Education, Baluchistan, stated 
that on account of the prevalence of the Purdah system, it was difficult 
to get any women employees at all and he suggested that women 
teachers there should accordingly be paid higher rates than men. 
Whether marriage should be regarded as disqualifying women from 
certain kinds of service, we do not feel called upon to say; but we take 
note of the fact that generally women are unwilling or unable to conti¬ 
nue in such service after marriage. This may require or justify a diSer- 
tiation in the method of applying to them the rules relating to leave, 
age of retirement, conditions of eligibility for pension or provident fund 
benefits, etc. The D.G., P. & T. recommended liberalisation of the 
rules relating to payment of gratuity and the shortening of tiie period 
prescribed for eligibility to provident fund benefits in the case of lady 
telephone operators. In industrial labour, the arguments in favour of 
converting daily employees into monthly employees may not apply with 
the same force to women as they may find it difficult to submit to the 
rules relating to attendance and discipline to the same extent as men.* 

G.—CONDITIONS OF SEKVIOE 


106. The reference to the Commission specifically invites recommenda¬ 
tions on three topics, namely, pay scales, leave terms and retirement 
benefits, under the general heading of ‘Conditions of Service’. We have 


^ththe'Z,f»o“ 
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SO far dealt with the first of these topics. Before proceeding to deal with 
the second and the third, it will be convenient to refer to a few other 
topics comprised in the heading ‘Conditions of Service’. When choosing 
public service as a career, a person may reasonably be expected to take 
into account not merely the initial salary offered to him and the benefits 
assured to him on retirement, but also (a) opportunities for promotion, 
and (b) security of tenure. Various grievances relating to. these two 
subjects were accordingly mentioned to us and several suggestions relat¬ 
ing thereto were made both in the written representations and in the 
course of the evidence. Suggestions as to the post entrance education 
of public servants have been considered tmder sub-head (c). 

107. (a) Promotion .—^The points raised under the head of ‘Promotion 
may be conveniently discussed under three sub-heads: —promotion vs 
-direct recruitment; (ii)-principles adopted in making promotions; and 
(iii) the procedure to be followed. 

(i) Promotion vs direct recruitment .—^The question of recruitment, as 
an independent topic £y itself, is beyond our scope; but we are obliged 
to make a few observations thereon as it is intimately connected with 
the topic of promotion. The representatives of the Subordinate Services 
naturally insisted that direct recruitment to the higher grades of the 
public service should be very limited (if not wholly excluded) and that 
every opportunity should be given to those already in service to rise to 
the highest grades. Pew, however, went to the extreme length, of sug¬ 
gesting that all recruitment should be only to the lowest grade. The 
necessity for direct recruitment at different levels was generally recog¬ 
nised, but, it was strongly insisted that in respect of none of the higher 
levels should direct recruitment be exclusive but ample opportunities 
should be afforded to those lower in the service to rise to the higher 
grades. 

108. We are not prepared to throw any doubt on the expediency of 
making direct recruitment to each of the four classes of the public ser¬ 
vice; but we should nevertheless like to see the claims of those abeady 
in service recognised in an increasing measure by affording to the deserv¬ 
ing amongst them abundant opportunities for promotion. In recent 
years, candidates who enter the lower grades of the services frequently 
possess much higher educational qualifications than are prescribed as the 
minimum requirements for those grades. It often happens that persons 
who sit for competitive examinations fpr recruitment to the highest grades 
.just miss selection and they accordingly enter grades next below. Pew 
first-class men will be tempted to enter service in these ways, if they 
are likely to be permanently excluded by outsiders. Without going the 
length of endorsing the claim for reservation,of a high percentage of 
posts for promotion, we would recommend that the claims of competent 
men already in the service should be recognised and satisfied to the 
fullest extent possible. If such men are promoted to responsible posts 
fairly early in their career, they will bring all the benefits of practical 
experience without the disadvantages entailed by a prolonged course of 
routine work. We would also recommend that even when direct recruit¬ 
ment to particular posts is decided on, deserving men already in service 
should be enabled to compete for such recruitment, by a reasonable 
relaxation of the rule relating to age limit and other restrictive conditions! 
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109. The Eailwaymen’s Federation strongly insisted that among the 
•different grades of the Class III and Class IV Services, there should be 
little or no direct recruitment to the higher grades. We miderstood from 
the Bail way administration that direct recruitment of this kind is 
/generally kept at the minimum required in the interests of efficiency 
and we' accordingly make no specific recommendation in this connection. 
But, we sympathise with the claim that whenever there are deserving 
men already in the service, their claims for promotion should be fully 
considered before they are superseded by outsiders. It was complained 
that those already in service are often ignored merely on the ground that 
they do not possess the same academic qualifications as outsiders. Here 
again, we feel that it may not be right to generalise. In jobs where 
academic qualifications are not of much importance, due consideration 
may be given to the fact that those already in service have had the 
benefit of experience, though they may be lacking in academic qualifi¬ 
cations. Elsewhere, we have also recommended, particularly in respect 
of industrial and technical jobs, that it would be gbod if the administra¬ 
tion would itself provide facilities for its servants to qualify themselves 
for higher posts by undergoing the requisite training. The Superinten¬ 
dent of Education strongly advocated this course in respect of the train¬ 
ing of teachers also. 


110. (ii) Principles adopted in making promotions .—As to the prin¬ 
ciples to be adopted in making promotions, the familiar controversy 
between seniority and merit has been revived before us. The general 
formula of seniority cum merit was formally accepted by all; but the 
advocates of seniority interpreted it to mean that seniority should pre¬ 
vail except when a person has been declared to be unfit. We do not 
think it right to put such a limited interpretation on the principle. The 
purpose of promotion is not merely to give the public servant more pay, 

: but also to give him a more responsible position and more extensive 
•authority. The question must, therefore, be judged both from the public 
interest and from the interest of the individual concerned. The principle 
•of seniority assumes that all members of a particular grade are equally 
fit for promotion. Such an assumption may not do much harm in the 
lower grades of the service; but it cannot be generally accepted when 
dealing with promotions in or to the top grades. The principle of senio¬ 
rity has, no doubt, the advantage that its operation is very nearly' 
-automatic and it avoids the need for m 9 .king invidious distinctions - 
between one person and another and the embarrassment of placing a 
young officer over the head of an older one. For many situations, espe¬ 
cially those in respect of which long familiarity with office work-is itself 
-adequate tra,ining, the rule of seniority may be generally followed. But, 
even in this category of posts, occasional instances of exceptional 
promotion of deserving persons would be an inducement to greater 
endeavour, provided . of course that care is taken to guard against all 
suspicion of nepotism. In the higher grades of the service, considerations 
of htness must have precedence over the claim of seniority. The task 
■of_ selection may not always be easy or agreeable and the possibilitv of 
tTo?tr<; or injustice cannot be wholly excluded, but the situa- 

efficiency of such a promotion system will 
largely turn upon the means adopted to determine the relative merits 


64 



G.—CONDITIONS OF SERVICE 


111. (iii) Procedure to be followed .—In America, methods adopted lor 
rating efficiency for purposes of promotion have almost attempted to find 
a mathematical gauge; but the success of such methods has been doubt¬ 
ed even in America. In the evidence before us. the Services have 
attempted to throw doubts on the fairness of the methods now in vogue 
in this country in the matter of making promotions; Even granting that 
injustice might have been done to some claimants, we are not satisfied 
that there is justification for the distrust shown. But we would none the 
less emphasise the advantage of ensuring that^ every reasonable precau¬ 
tion is taken to avoid a suspicion of favouritism or arbitrariness. Some 
representatives of the Services have suggested that selection for purposes 
of promotion should be made (a) by an independent outside agency, or 
(b) in eollajporation with the representatives of the Services or Union 
concerned. Both these suggestions seem to us impracticable, if not also 
undesirable. The Head of the Department is primarily responsible for 
its efficiency and discipline and it is only right that he who is responsible 
for the maintenance of discipline and efficiency should also be in a posi¬ 
tion to mete out rewards and punishments. An employee’s fitness, 
capacity and attention to duty are largely questions of discretion and 
judgment to be determined by his superior officers. An outside agency 
can scarcely be as competent in the determination of merit as the officers 
under whose observation employees have been doing their work. In 
■large Departments, the head' cannot be expected to acquaint himself at 
firsthand with the work of each of his subordinates. In such circum¬ 
stances, he must act in consultation with departmental officers who them¬ 
selves have personal knowledge of those working in the department. ' 
We see no reason to think that the existing practice in the matter of 
making promotions has not on the whole worked satisfactorily or that 
it requires any radical change. It is, however, possible to think of 
improvements which will minimise the chances of miscarriage of justice 
on the one’' hand and of mistrust on the other. 

112. So far as promotions to Class I Service are concerned, we 
understand that they are generally made in consultation with the Federal 
Public Service Commission. All that is necessary in this class of cases 
is to make sure (i) that no names of persons who have a fair claim to 
be considered are withheld from the Commission, and (ii) that the mate¬ 
rials placed before the Commission are both full and accurate. In con¬ 
nection with the first point, we think it right to mention that complaints 
were made to tis that in some instances names and applications of can¬ 
didates wnre not even forwarded to the Commission by the head of the 
office. Official witnesses denied that such a thing happens, but it was 
added that if such a thing had hajo ened at all, it must, have been 
because the head of the department thought that the particular candi¬ 
date had no claim or chance at all. We are not prepared to deny some 
measure of discretion to the head of the department in the matter of 
withholding applications, but it seems to us that in withholding appli¬ 
cations, he would be laying himself open to criticism, if not also to, 
suspicion and he must, therefore, do so only with great care and a full 
realisation of his responsibility. 

113. As regards promotions in or to other grades of the Service, we 
understand that the procedure is not always the same. In some cases, 
the selection is made by a Promotion Board. This is probably the 
safest and the most convenient method and we should like to see it 
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adopted as widely as possible and in particular when making promotions 
(i) to selection grades, and (ii) from non-gaiietted to gazetted service. 
Here again, it was suggested that the Board must include at least one 
independent outsider, if not a representative of the Public Service Com¬ 
mission. This seems to us to carry the distrust of official heads too far. 
If the Board consists of independent officers, none of whom is subordinate 
to the other, we see no justification for the feeling that its decision will 
be unduly influenced by the opinion or the likes and dislikes of the 
departmental head who has of course to be there. It may be conve¬ 
nient to have hsts prepared from time to time of candidates considered 
fit for promotion instead of taking a decision after a vacancy has arisen. 
This will avoid any ground for the imputation that the person who was 
the head of the department at the moment of the vacancy arising endea¬ 
voured to show favour to any particular individual. Some witnesses, in 
their anxiety to eliminate the personal factor altogether, have gone the 
length of suggesting that all promotions should be made on the results 
of examinations. This seems to us to carry the examination system too 
far. It is recognised that an examination is not by itself a safe or con¬ 
clusive test and it will be unfair to subject persons already in service to 
a number of competitive examinations, at all stages of their life, when¬ 
ever an occasion for their prdmotion arises. A qualifying examination (as 
distinct from a competitive examination) may be a different thing. If a 
person desires to enter a grade where a specialised form of knowledge is 
necessary, as for instance, in certain branches of the Accounts Depart¬ 
ment, an examination in such special subjects may have some signifi¬ 
cance, especially if it is held fairly early in the employee’s career. 

114. Normally, the materials with reference to which the comparative 
-merits of candidates for promotion should be determined, must be derived 
from the record of their work, though it may sometimes be useful to 
adopt a system of interviews in addition. This enhances the importance 
of the personal record of each employee and, as we heard some 
complaints in this connection also, we avail ourselves of this oppor¬ 
tunity to refer to them. If the personal record is to be really useful, it 
must be both full and reliable. Without making it unduly long or mecha¬ 
nical, the officer writing it must make such notes as to the qualities of 
the employee concerned as will serve to aid and guide the judgment of 
other officers who may have to judge of him. Following the English 
system, the note may in particular relate to such heads as personalitv 
and force.of character, initiative, judgment, capacity for taking responsi¬ 
bility, power of supervision, knowledge and zeal, accuracy, official con¬ 
duct and fitness for promotion (c/. Eailway Eule 1607 which is limit¬ 
ed to gazetted officers). Such a record may be very necessary in the 
case of gazetted officers, but there is no reason or justification for limit¬ 
ing it to them. To make this record fair and reliable, the rules provide 
that the employee concerned should be informed of any adverse entries 
made therein and be given an opportunity for explanation. It has been 
complained before us that this rule is not always observed. We wish 
to emphasise the importance of following the rule, if the official personal 
record is to be treated as a safe guide at all. 

115. A suggestion has been made that it would be fairer to the employee 
if he is given information beforehand that his officer proposes to make an 
adverse entry in the employee’s record instead of being informed of it subse¬ 
quently. We think there is much to be said in favour of this suggestion and 

66 



O.-CONDITIONS OF SERVICE 


that it ma^ be tried generally (c/. Eailway Buies 1609 and 1610). The 
object of informing the employee may sometimes be to give him an oppor¬ 
tunity to correct himself or to improve. If a case is capable of explanation, 
it is likely that after the explanation the officer might not think fit to make 
an adverse entry at all. The removal of the unfavourable effect of an adverse 
entry once made is naturally more difficult, human nature being what it is. 
The mere privilege of an appeal against the adverse entry may not always 
be of great value. Another suggestion was made that an employee should 
have an opportunity of knowing the whole contents of his official record and 
not merely the adverse entries. The Surveyor General of India strongly 
supported this course. He pointed out that an officer may work all the 
more zealously if he knows from his official record that his work is appreciat¬ 
ed and commended by his superiors. It was, however, explained that such 
publicity of the entire official record may lead to unhealthy rivalry in the 
office and place the head of the office in an invidious position if his views 
about his subordinates become public property. There is, in our opinion, 
much to be said both for and against the proposal and we, therefore, make- 
no further comment thereon. 

1.16. Some witnesses of the Postal Department complained that entries 
in official records do not always reflect the opinions independently formed 
by the head of the office for the time being, because they are influenced by 
entries already made in the book by their predecessors in favour of or tq the 
detriment of particular employees. In this connection, they mentioned that 
the Postal Department has introduced a practice of maintaining a ‘Memo¬ 
randum of Service’ to which they took strong exception as calculated to pre¬ 
judice a new officer on his arrival. It is possible that the purpose or use of 
this book is not as sinister as was represented; it is in any event not possi¬ 
ble to prevent an officer from perusing the record made by his predecessors. 
We must leave it to the good sense and responsibility of the officer concerned 
to make sure that he records opinions fairly and independently formed by 
him. 

117. It has been suggested that one of the best ways of determining a 
person’s fitness for promotion will be to give him an opportunity to act in the 
new post for some time and see whether he justifies himself. Such a course 
may have its advantages, but it may not always be possible to adopt it; and 
frequent reversions of persons on the ground that they have been found 
wanting may have a demoralising effect. It has further been suggested that 
whenever a candidate who is prime facie entitled to promotion by reason of 
his seniority is superseded, the reasons for his supersession must be recorded. 
We are not prepared to lay down any hard and fast rule, especially if the 
precautions above indicated are followed. In many instances, the prefer¬ 
ence of a particular candidate for promotion, even when justifiable, may not 
be capable of being formulated in the form of a condemnation of the super¬ 
seded person. An attempt to formulate the reasons will only provoke 
needless comment and discussion. We were asked to make it clear—and we 
agree wdth the suggestion—that in examining a person’s official record foe 
purposes of promotion, his whole record must be taken into account and 
not merely the latest entries which may record the impressions formed by 
a particular officer. 

118. (b) Security of Tenure .—-The question of ‘security of tenure’ has 
received a considerable measure of attention in the evidence placed before 
us. It will be convenient to deal in the first instance with the grievances of 
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j^jermanent employees and deal later with the case of temporary employees. 
Serious complaints have been made by the Subordinate and lower services 
that the powers of dismissal and disciplinary action are frequently exercised 
by junior officers irresponsibly and even vindictively and without giving the 
■ employees a fair opportunity for defence. Members of some of the upper 
grades of the Service have also joined in these complaints. We do not go 
thd length of saying that the Service is free from the type of persons who 
cannot resist the temptation to abuse power or that injustices are’ never per¬ 
petrated against individuals; but we think that so far as the upper grades of 
the Services are concerned, the safeguards provided by the rules are normally 
sufficient to discourage victimisation or unfair acts on the part of higher 
officials. As we felt that persons who stressed these complaints before us 
thought more of the interests of individvials than of the public interests, it is 
as well to draw pointed attention to the Constitutional position. We do so 
not in any legalistic spirit but to make clear the perspective in which such 
questions should be viewed. 

119. It is a rule of law as much as a rule of commonsense that no person 
can be compelled to retain the services of an inefficient, dishonest or dis¬ 
obedient servant. In private service, it is well established that a person who 
complains of a wrongful dismissal is at best only entitled to damages. -As 
regards public service, the principle is well established that a public servant 
ordinarily holds office only at the plea,sure of the Crown. This rule is not 
peculiar to any particular form of Government; it is a fundamental principle 
■recognised in the public interests. While this is the Constitutional theory, 
it happens paradoxically enough that one of the main attractions of public 
service is security of tenure. It must be emphasised that this de facto 
security is guaranteed in the public interest, because it is considered that 
such guarantee is best calculated to promote efficiency and contentment in 
the public service. While the individual public servant naturally gets the 
benefit of this guarantee, he can claim it only so long as it is clear that his 
detention in service will not prejudice public interest. The rules relating to 
disciplinary action have been framed with a view to giving the maximum of 
protection to public servants consistently with the above principle. 

120. The power which the Crown possesses of terminating a public 
servant’s tenure of office has necessarily to be delegated. The principle 
adopted in the Indian Constitution is that none shall be dismissed by an 
authority subordinate to that by which he was appointed. It does not seem 
to us practicable to accede to the proposal that the power of dismissal should 
be limited to officers of the highest grade. The rules take care to distinguish 
between disciplinary (Jrders of different degrees of severity and provide that 
orders of the more severe kind can be passed only by more responsible 
authorities. They have on the whole also taken care to provide abundant 
safeguards to secure sufficient opportunity for the public servant to defend 
■himself. Indeed some of the senior officers have complained that the rules 
are much too stringent and elaborate to enable them to deal effectively with 
inefficient and disobedient employees. 

121. The claim made by the Service representatives before us proceeded 
on a mistaken identification of the steps taken for the dismissal of a public 
servant with the steps in a criminal trial. It was for instance said that 
if the head of the office who charges his subordinate with inefficiency or 
misconduct should himself exercise the power to punish a subordinate, the 
position would be similar to that of a Prosecutor himself acting as Judge 
and a fundamental principle of justice would be violated. The analogy is 
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simply not true. As we have pointed out before, the real question in such 
oasas is whether it is in the best interests of the Service to allow a particular 
person to continue in service. While care should be taken to eliminate the 
possibility of personal dislike coming into play, the officer responsible for the 
efficiency and discipline of the office must have a voice in deciding the above 
question. - To assimilate the procedure as far as possible to judicial pro¬ 
cedure, the rule provides for opportunity for defence and also for at least one 
appeal against the officer’s-decision. We understand that a practice has 
latterly been introduced in many departments, particularly in the Eailways, 
of having such questions dealt with by a Personnel Officer. An extension of 
tliis practice wherever possible will remove any force that objections like the 
above can have. 

122. It was said that the right of appeal is not of much value because all 
officers are possessed of the same kind of mentality and the appellate autho¬ 
rity generally supports the decision of his subordinate. It was even said 
that before taking disciplinary action, the subordinate generally consults his 
superior officer and that in such circumstances it was futile to expect the 
superior officer to differ from the subordinate officer. The officers who gave 
evidence before us indignantly repudiated these insinuations. We were told 
that it was now a well recognised rule in the Service that the officer to whom 
an appeal would lie in any matter should not allow himself to be consulted 
beforehand in the matter. The mere fact that the appellate authority con¬ 
firms the order of the subordinate officer does not warrant the assumption 
that he has not independently considered the matter. The view of the 
officers was that punishments were awarded only in such clear cases that 
there was no occasion for anybody taking a different view. 

123. We were asked to recommend that all charges, which, if established, 
would justify the dismissal of a public servant, should be tried by an inde¬ 
pendent body or that the appeal against an adverse order in such cases 
should at least lie to an independent body. It was further suggested that a 
representative of the Trade Union or service to which the public servant 
charged belonged should be associated with the tribunal. The last sugges¬ 
tion was of course opposed by the Administration; but apart from the attitude 
of the Administration, wo may point out that the suggestion misconceives 
the true role of the Union. Their purpose is to help their members and ‘uch 
help is provided for by the rules. It may also be that in the long run it will 
be expedient to decide all questions of principle in consultation with the 
Union. But the application of the principle to an individual case, i.e., the 
decision whether A is or is not guilty of the act charged against him is in 
substance a judicial function. To say the least, a Union representative 
called upon to deal with such a question will find himself in a position of 
great embarrassment between his loyalty to his colleagues and his duty to 
give a decision according to his conscience. While we are anxious to secure 
fair treatment to all public employees, whatever may be the grade, in which 
they may be serving, we do not think that it will be desirable or practicable 
in 4ie public interest to insist on the intervention of an’ outside body in dis¬ 
ciplinary matters. Mo public administration can be efficiently run if the 
authority of the head of the office is undermined. As we have already 
explained, the interest of the individual officer comes only next to the public- 
interest in importance. When a similar question was raised before the 
Tomlin Commission, they expressed themselves strongly against the creation 
of a Central Board to hear appeals against disciplinary orders and athrmed 
that the respon.sibility of Heads of Departments must remain unimpaired 
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(Beport, paras. 598 to 602). The question was raised in the U. S. A. before 
a Commission of Enquiry on Public Personnel in 1934. Mr. Wilmerding 
(Government by Merit) notes that Civil servants were in favour of a Central 
Appeals Board, but the Heads of Departments were not in favour of the 
proposal (paragraph 626). The argument in favour of the proposal was that 
it would eliminate favouritism and arbitrariness and the argument against 
was that it would undermine the authority and responsibility of the Hoad of 
the Department and make the removal of the inefficient almost impossible. 
He adds that in certain of the States where an appeal to the Courts >is allow¬ 
ed, the reinstatement of the dismissed employee under the orders of the 
Court has had a deplorable effect on the morale of the service. After all. 
no officer will find it a pleasant duty* to blight a man’s career and most 
officers would much rather prefer to follow the path of least resistance. 
Mr. Wilmerding winds up with the following words of caution:—“There is 
great danger that in the quest for Impartiality, the efficiency of the [jiiblie 
service will be quite, forgotten.’’ The Government of India Act [section. 266 
(3)(c)] no doubt provides for the Federal Public Service Commission being 
consulted on disciplinary matters affecting a public servant in civil employ, 
but the rules limit such consultation to cases in which the disciplinary order 
is to be passed by the Governor-General (whether as an original ordo. r as 
an appellate or revisional order). It is possible to justify the need for 
consultation in this special class of cases on one of two grounds which oiay 
not apply to other kinds of disciplinary orders, viz., (i) that generallv there 
is no appeal or other remedy against the order of the Govemor-Ceneral; 
hence, the need for special treatment; or (ii) that the Governor-General can¬ 
not be expected to look into all the papers himself; hence the need for advice. 
It seems to us that the suggestions that we are making presently for a 
fuller hearing at the stage of appeal and for a regularisation of the machinery 
relating to the use of the revisional power will suffice to meet cases of real 
hardship, 

124, A complaint was made against the provision which authorises an 
officer to withhold appeals in cases where no appeal lies. It was said that 
the officer who has decided a case against the employee (whether in the first 
instance or on appeal) would never like his decision to be upset and he was 
therefore sure to withhold the appeal in all such cases. Some way of limit¬ 
ing multiplicity of appeals must however be recognised and such a limde/ion 
is wellknown even in the procedure of courts. But the possession by the 
higher authorities of a power of revision (see rule 18 of the Governor-General’s 
rule relating to discipline of the subordinate services and rule 1725 of the 
Bailway Buies) even in cases in which no appeal is provided for makes the 
employee desire to take his case before them. Hence, the conflict with the 
lower authority which withholds his appeal and the insistence on a jright of 
direct access to the higher authority. If a normal way of bringmg such 
matters td the notice of the higher authorities is not provided for, the 
aggrieved employee is driven to seek indirect means. The judicial procediire 
of the country provides for revision petitions being presented to the High 
Court even when there is no right of appeal. On the same analogy we 
would recommend that persons who have been dismissed from senhee may 
even after their appeal had failed be permitted to petition the higher authori¬ 
ties to review their case. This may seem to add to the work of the superior 
authorities; but cases of dismissal are not likely to be many. In any event, 
the assurance and satisfaction which such a privilege may give to the service 
will be worth the time and trouble involved. At present, the right of an 
appellant is only to present a written Memorandum. In the long run, it 

70 



a .—CONDITIONS OF SERVICE 


will also give more confidence and satisfaction to the services if the officer 
dealing with an appeal (in cases at least of dismissal) would give a hearing 
to the appellant. This is the course recommended by the Tomlin Commis¬ 
sion:—“We recommend” they say “that in serious cases, e.g,, where the 
penalty may be dismissal, an established civil servant should have the right, 
if he so desires, to have his ease dealt with orally before a senior officer of 
the Department concerned”. (Para. 602 of the Report). The Royal Com¬ 
mission on Labour in India have also recommended that in the event of 
dismissal or discharge an employee should be entitled to appeal in the first 
instance direct to the head of the department or Divisional Superintendent 
and in the event of his appeal being dismissed he should have the right of 
further appeal to the Agent. They also recommended that the employee 
should be entitled to the same facilities for representation at hearings as is 
accorded to him at the original hearing (see p. 162). 

125. The position as regards the lower grades of the Services, however, 
requires further consideration; and it is by the representatives of these 
Services, that the objection relating to the procedure in disciplinary matters 
was particularly pressed. So far as the Subordinate Services are concerned, 
rule 44 of the Classification Rules leaves it to the Governor-General in 
Council to make rules as regards th^ making of first appointments and their 
conditions of service, etc., and rule 54 giv^es to the same authority the power 
to make rules prescribing the penalties that may be imposed upon members 
of the Subordinate Service, the authorities which may impose such penalties 
and the appeals which may be preferred from orders imposing such penalties. 
The proviso to rule 54 insists that there shall be at least one appeal provided 
for against an orde^ of a subordinate authority imposing penalties. The 
rules made by the Governor-General in Council under these provisions follow 
the Classification Rules in the main. But as the delegation of the power 
to punish has to be carried far down, persons included in the category of 
inferior servants who are comparatively large in number and who constitute 
the bulk of the membership of the Unions are liable to be punished by 
junior officers. The Unions seem to feel that the humble status of members 
of the subordinate grades does not always ensure a fair consideration of their 
case by junior officers who are assumed to be more weighed down by the 
routine of the administration. This emphasises the need for such assurance 
as they may derive from a knowledge that in the last resort their case will be 
considered at least on revision by some high authority. 

126. The position under the Railway Rules is further complicated by the 
distinction there drawn between inferior servants who have completed seven 
years of service and those who have not had that term of service. In the 
ckse of the former, the newer of dismissal cannot he delegated to an autho¬ 
rity lower than the Head of a Department or a Divisional Superintendent 
and the power of removal from service cannot be delegated to an authority 
lower than a District Officer. In the case of inferior servants with less than 
seven years service, the power of dismissal may be delegated to a District 
Officer and the power of removal to the holder of a gazetted post. As regards 
removal from service, the Railway servant who has not completed seven 
years service is likely to be dealt with rather summarily-(under rule 1712). 
So far as punishment is coneemed, it cannot be said that the Unions have 
no reason for complaining against this distinction drawn with reference to 
the length of service of the person charged. The Chief Commissioner for 
Bajlways insisted that discipline had to be strictly maintained, that neces¬ 
sary powers in such cases had to be delegated to junior officers and that we 
should not allow ourselves to be- misled into attaching undue importance to 
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an alleged grievance made so much of by some disgruntled persons. We 
recognise the need for discipline as also the need for delegation of powere, 
but we are not satisfied as to the necessity or justification for differentiating 
between persons with seven years or more of service or persons with less 
than seven years of service. An order of dismissal is calculated to injure 
both of them eq.ually. The Royal Commission on Labour placed all servants 
with 12 months’ approved service on the same footing. 

127. A complaint was next made that though the person charged was 
under the rules entitled to be helped in his defence by a member of his 
Union, difficulties were placed in the way of the latter, making it impossible 
for him effectively to help the defence. Here again, the General Managers 
laid stress on the disadvantages of allowing dismissed or discharged Railway 
employees to intervene in such matters by finding a place in the manage¬ 
ment of Unions. But, as against this, it has to be said that a person still 
in service will naturally hesitate to incur the displeasure of the authorities 
by espousing the cause of the accused. It was even said that the officers 
declined to grant leave to the person in service when he desired to go and 
helji the accused. We do not wish to discuss the truth of such allegations, 
but it seems to us too late in the day now to quarrel with Trade Unions and 
their ways. They have not merely been recognised, but also allowed to en¬ 
force their demands. Petty restrictions and pinpricks are not likely to 
undermine their influence but may serve to mar friendly relations between 
labour and the Administration. 

128. It was lastly said that there was often great delay in the investiga¬ 
tion and disposal of charges and it subjected the employee to great hard¬ 
ship. especially if he should be kept all the time under suspension. Here 
again, we were assured by the Administration that a person was not 
suspended unless it was considered necessary in the public interest to do 
80 . The situation is one which is liable to be easily misconstrued; the 
Administration would therefore do well to avoid laying ifcelf open to the 
suspicion of vindictiveness or callousness. 

129. The plight of temporary employees has caused us more difficulty 
and concern. On the one hand, we recognise that even apart from the 
legacy of war-time conditions, circumstances must compel the Administra¬ 
tion to employ a certain proportion of temporary staff; on the other hand, 
the persons so kept in suspense—often for many years—have genuine 
grievances to complain of. The long Chapter (Chapter XIV) devoted by 
the Tomlin Commission to the problem of the ‘unestablished’ shows that 
the problem is not peculiar to this country. 

130. The evidence placed before us disclosed that in some departments 
public servants remained temporary for all their life-time. This has had 
nothing to do with war-time recruitment or recruitment made for special 
emergencies or projects. W.e were also informed that in some depart¬ 
ments there has long persisted a practice of discharging a whole mass^of 
employees on the 31st March and rn-r mp'oying them on the 1st April every 
year. Whatever may be the reason or justification for "such conditions, 
we think it high time that this state of things is remedied. 

131. As observed in the ]>assac:e extracted by the Tomlin Commission 
from the Macdonnell Commission’s report, it is necessary for the harmoni- 
o\i8 amd efficient discharge of public duties to avoid as far as possible 
employing side by side for any considerable period permanent and tenmo- 
rary, pensionable and non-pensionable officers upon duties similar in 
.character and responsibility. We have endeavoured to see how far the 
difficulties and inconveniences of the situation may be minimised. It was 
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admitted before us that in recent years steps have been taken in' 
ameliorate the position of temporary employees, e-g., by admitting them to 
the benefit of the Provident Fund system, by giving them some of the 
privileges enjoyed by permanent employees with reference to leave, etc. 
But we think that more must be done and could be done. 

132. Wai’-time employees have pressed us to make recommendations 
about their confirmation and absorption in the service. In view of the' 
numbers involved and the impossibility of absorbing the totality of t'aem, 
this 'subject raises questions of policy on which we do not think it right to 
make any observations. We propose to limit ourselves to the problem of 
temporary employment’ in norma! times. The cla.ss of employees we have 
in view are different from ‘casual’ workers who may be employed now and 
then. The position of the latter is very different from that of those who 
remain in service for indefinite periods out nevertheless are not entitled to 
either security of tenure or to pension. It was explained to us that even 
apart from the recruitment of people for the exeeution of specific jobs, it 
would be financially improper to create permanent posts where the n ed 
for them could not be foreseen and that it would be incorrect to show a 
man as permanent against a temporary post. The services contended that 
‘in numerous instances, it was the fauT or negligence of the Administration 
that indefinitely postponed the examination of the question of the num > r 
of permanent posts required in any particular office or service even when 
there was no difficulty in ascertaining the same. But as we have sa di 
already, there are some services where the question is not one of number 
at all but the whole service i.s kept on for yeafs on a temporary basis and in 
some there is the additional cla.ss known as extra-temporar., who are 
regularly discharged on the 31st March and re-employed on the 1st April. 
The administration liiust take ear’y steps to have the question of number 
required in each office or service examined with some approximation to 
realities and a similar step must be taken even in industrial establishments 
to the extent tiiat the nature of work in such establishments permits. In 
the' meanwhile and even after the settlement of this question, some of t’^e 
categories of persons in temporary employ should be placed as nearly as 
possible on an equal footing with permanent emp'oyees. 

A suggestion was made that temporary employees should be paid at 
higher rates than permanent men, to compensate them for the absence of 
permenency benefits. We are not prepared to accept this suggestion. Tt 
will be unfair to the permanent servicemen and will unnecessarily' add to 
the burden on the public exchequer. It seems to' us sufficient to provide 
that after a certain length of service, say one year, even a temp rary 
employee should be entit’ed to most of the privileges of a permanent 
employee in the matter of earned leave, medical aid, provident fund, 
special allowances like house-reqt, compensatory allowance, electricity, 
water supply, etc. (in p'aces where this is provided for permanent 
employees). When dealing 'with the question of ‘leave’, we are making » 
recommendation in respect of medical leave also. Where the service is 
pensionable, the employee mu.st. on confirmation, be permitted to reckon 
the period of his temporary service also—if unbroken —as part of his 
service for calculating pension ; and it must bo understood that his service 
should not be interrupted mere'y for the purpose of avoiding this result. 
Where the service has a gratuity system, the benefit of it should eto to the 
temporary employee also if :he other requisite conditions are satisfied'*. 

*Mr. .lofilii thinks that conditions of service for temporary employees »ho»Id 
generally be the same as for permanent employees. 
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133. As regards the question of security of tenure in such cases, we 
would recommend that where it could be foreseen from the outset that the 
employment would last only for a limited period, employees should be 
taken only on that clear understanding. When the employment is long 
or indefinite, the employee is after a certain time likely to find himself in 
an embarrassing position if asked to find a new job, especially if he had 
spent seven or eight years of the best part of his life in public service. The 
M.G.O. drew our attention to the hardships which ‘temporary’ employees— 
daily rated staff—are put to when they are placed on supension pending 
enquiry into charges against them. On the principle of ‘no work, no "pay’, 
they are denied any subsistence n'lowanee during the period of suspens on 
and they will not be entitled to back pay even if the charges are not substan¬ 
tiated. Some provision should be made to obviate, such hardships. 

134. The Union representatives pointed out that by keeping a large 
proportion of employees on the temporary list, the authorities are able, to 
dispense with their services without any of the safeguards provided against 
arbitrary dismissal or removal of public servants. This adds force to the 
plea that permanence shqu'd he made the rule and temporary service should 
be retained only to the. minimum extent that is unavoidable and that too 
for cogent reasons. That even the discharge of a person who has ssrved 
for a number of years under an indefinite contract may be a hardship is 
recognised by rule 56 (h) (i) of the Civil Service Classification Buies which 
provides a right of appeal in such cases. 

135. (c) Education and Training .—In para. 19 supra, we have referred 
to the demand made before us for help and encouragement to public 
servants to enable them to educate themselves even after entering service. 
The claim was made mainly with a view to improve their chances of promo¬ 
tion or successful competition with outsiders in recruitment for higher 
grades of the service. From the State’s point of view, the matter is of 
wider interest. Heretofore, it has generally been assumed that the ordi¬ 
nary or specialised education which any young man receives before recruit¬ 
ment will suffice to qualify him for his job, and for the rest he was left to 
pick up the necessary training in the course of his work. It was only in 
some of the highest grades— e.g., in the All-India Services—or in certain 
technical departments-—that it was thought fit to provide a course of 
training for a person after recruitment. The period of probation—in oases 
where it was provided for—was regarded not so much as a period of training 
but rather as a period during which the administration had the, opportimitv 
to decide whether to confirm the recruit or to dispense yith his services. 
The report of the Asshefon Committee (1944') on the training of civil 
servants in Fjngland enunciates the principle that every recruit to the 
public service will serve the public better if he is given a course of train¬ 
ing—long or short—according to the nature of his job. We would invite the 
attention of the Government to the recommendations of that Cornm’ttee. 
which seem to us to be of special importance at the present inneture, when 
India wiB require a very large, number of trained officials for different grades 
of the public service. The recommendations cover all classes of the 
service. In paragraphs 39 to 42, they draw a distinction between voca¬ 
tional and non-vocational education and suggest that ‘departments should 
encourage their staff to acquire external qualifications having vocational 

value.not only (bvj the provision of facilities by means of reasonable 

time .off and other opportunities for stud'- but also the pavment of fees in 
approved cases bv the T)epartmpnt’. Tn non-vocational education, ‘the 
initiative should lie mainly with the individual who shoiiM pav his own 
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fees though the Government might give encouragement by co-operation in 
the necessary arrangements’. In another place, they add ‘even as regards 
vocational training it is not sufficient to train solely for the job which hes 
immediately at hand. Training must be directed not only to enabling an 
individual to perform his current work more efficiently but also to fitting 
him for other duties and, where appropriate, developing his capacity for 
higher work and greater responsibilities’ (para, 16). It is in this spirit that 
we have commended for sympathetic consideration the request made by 
certain classes of employees of the Bailways and P. & T. Department for 
the provision of training facilities see para. 45 of the Section relating to 
the P. & T. Department and para. 34 of the Seciion relating to Eaihvays-— 
see also para. 109 supra in the Section relating to ‘Promotion’. Referring 
to the future, when the services will be called both to new tasks and to a 
higher level of performance of the old, the Committee observe ‘At this 
stage, the Civil Service needs to be more consciously directed towards still 
higher ideals and standards of service and this can only be done by planned 

and purposeful training.the service rniirt be pervaded with a s nse 

of its obhgations to the citizen as well as to ihe Crown. We rate h’gh 

the need for civil servants to acquire the right attitude of consideration and 
sympathy towards the members of the nublic but would add th.at this 

attitude should be mutual’ (paras. 118—120). The advice is so apposite 

besides being weighty that we have not hesitated to reproduce it here. 


Note. —Mr. Anthony desires to add the following note on conduct and discipline espe¬ 
cially with relation to the existing Railway Rules. As these suggestions were received 
by the Commission at a very late stage, it has not been possible for the Members to 
discuss them in detail but the Commission agree that every endeavour should be made 
to give effect to the rules in the true spirit and that the employee whose case is under 
consideration should have ample opportunity of knowing the evidence and arguments 
adduced against him abd of rebutting the same . 

“I have always felt very strongly about the provisions in Chapter 17, Volume I of 
the State Railway Establishment Code, concerning the conduct and discipline of rail- 
waymen. Thesf rules represent perhaps the most fruitful source of unrest in the 
Railways today. Because of this, I feel that the Pay Commission should make eome 
specific recommendations with regard to these rules. 

Rule 1707, regarding the procedure for dismissal should be so amended that the 
evidence taken at the enquiry shall be recorded. At present the man is usually dis¬ 
missed without any evidence being recorded. Further, a proyision should be added 
which entitles a man, who baa iSen dismissed after a full enquiry, to receive the 
copies of the evidence to enable him to submit his appeal. 

I suggest that Buie 1708 should be amended. Sub-rule 3,^removal for repeated 
minor offences, should be deleted. This is a sub-rule which is abused over and over 
again by the Railway authorities. Offences committed by Railwaymen as far back 
as 25 years, have been raked up to justify removal merely because an employee has 
become “non-persona gra.te’’ with his divisional officer. 

Rule 1709 (procedure in cases of removal) should be amended or completely deleted. 
The procedure set out in Rule 1707, in the case of liability to dismissal should ahm 
apply where a railway servant is proposed to be removed. At present, even where it 
is proposed to remove aji employee he has no absolute" right to an enquiry and is 
usually removed without any reason being assigned. 

Rules 1712, 1713 and 1714 relating to penalties such as the withholding of -incre¬ 
ments and the reduction to a lower post, should be so amended as to give the employee 
an a.bsolute right to demand an enquiry at which all the evidence led shall be recorded. 
Tn the event of his being found guilty, and a penalty imposed, copies of the evidence 
shall he made available to enable him to submit a suitable appeal. ^ 

Rule 1717, and onwards, relating to appeals- should be so amended as to give a 
person, when he is dismissed or removed from service, an absolute right of appeal, 
•stage by stage, to the Railway Board. ’’ 
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H.—LEAVE 

136. Strong dissatisfaction was naturally expressed at the bewildering 
variety of rules and regulations now' governing the grant of leave to 
various classes of public servants. The four main sets of rules in force 
are;— 

(i) the Civil Service Eegulations, (ii) the Fundamental Buies, (iii) 
the Bevised Leave Buies, 1933, and (iv) the Leave Buies of the State 
Bailw'ay Code. Leave terms for officers engaged on contract are govern¬ 
ed by Model leave terms which are generally adhered to in drafting ser¬ 
vice agreements. The Civil Service Begulations are apphcable to civi¬ 
lians paid from Defence Service Estimates. The Fundamental Buies 
apply to Government servants on the civil side who entered service on 
or after 1st January 1922 but before the 16th July 1931 or having 
been in service on the Slat December 1921, elected these rules. Persons 
of non-Asiatic domicile specially recruited overseas for service in India 
are governed by these rules irrespective of the date of appointment. The 
Eevised-Leave Buies of 1933 are applicable on the civil side to persons 
recruited in India on or after 16th July 1931. The chaotic condition of 
the rules relating to the grant of leave to Bailway servants was comment¬ 
ed on by the Boyal Commission on Labour in India in 1931 (pp. 143-144). 
They added “In the recently Bevised Leave Buies issued for Government 
servants employed in the Eailway Department, an eifort has been made 
to bring Kailway practice more into line with Eailway requirements. . . . 
We are of the opinion, however, that the Leave Buies are capable of further 
improvement and recommend continued examination of the whole subject 
in consultation with representatives of the Workers.” The rules now in 
force in the State Eailways are continued in Chapter VII of the State 
Rai’way Establishment Cc^e, 1940. 

137. Most representatives of the services asked that the provisions 
of the Fundamental Buies should be made applicable to the whole pub¬ 
lic service. We are unable to accede to this request. It was with very 
good reason that the Bevised Leave Buies of 1933 were introduced in place 
of the Fundamental Buies. We have come to the conclusion that sub¬ 
ject to the changes indicated below, with a view to liberalising certain 
provisions, the Bevised Buies of 1933 should be the rules of general 
application for the future. We do not propose to recommend any chaiiges 
in the Civil Service Eegulatioiis or the Fundamentel Buies. Those who 
prefer to continue to have their benefit should take them with their 
dra'i backs (if an\), but we would give them liberty to elect to be govern¬ 
ed by the Bevi.sed Buies with the modifications we recommend. 

138. The ]jriiJcipal questions nn.-.-d before us on the subject of “Leave” 
related to (i) uniformity of leave rules for all sections of tlic public ser¬ 
vice; (ii) extension of the period during which a public servant was 
entitled to leave on full pay; (iii) calculation of pay for the period of the 
leave, and (iv) limits on accumulation of leave. A number of other 
questions were also raised, some of which, though seemingly of small 
importance, sought to avoid practical hardships in the working of the 
rules 

139. Uniformity .—^There can be little doubt as to the desirability and 
advantage .of having a uniform set of rules; but this is not to say that 
it will be practicable to treat all sections of the services alike. The 
broad difference between the industrial and non-industrial sections of the 
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service cannot be wholly ignored. It will be obviously advantageous, if 
not also necessary, so to frame rules regulating the-grant of leave to the 
industrial employees of the Government as not to create serious difier- 
ences between Government industrial establishments and private indua^ 
trial establishments. We do not however wish to suggest any departure 
from existing practice in this respect. It is not without significance that 
international conventions relating to leave, rest, etc., deal with private 
and public industries alike. Again, the nature of the work in certain 
services, like the Railways, Posts,' Telegraphs and Telephones, etc. may 
call for special treatment in certain respects. Subject to these peculiari¬ 
ties, the endeavour must be to have a common Leave Code for all 
branches of the service. The Railway Leave Rules may, subject to quali¬ 
fications necessitated by the nature of the service, be assimilated to the 
Rules governing the general Civil Services. 

140. The following are some of the points of difterence between the 
leave rules governing employees in the civil departrnent-s and the corres¬ 
ponding Railway rules applicable to Asiatics; 

(1) Under the Itttter, the earned leave is shorter; superior servants 

get only l/15th of service instead of l/lltt under the 
revised rules on the civil side; inferior servants get only 
ten days in a year for a service of one to ten years, fifteen 
days in a year for a service of ten to twenty years and 
twenty days in a year for a service of twenty years and 
above, whereas on the civil side, inferior servants get eamed- 
Jeave of l/22nd of duty throughout- their service, 

(2) The provisions - as to half pay leave are, in many cases, less 

favourable under the. Railway rules. 

(3) The Railway rules draw a distinction between gazetted officers 

and non-gazetted subordinates in respect of the length of 
leave permissible at a time. 

(4) The calculation of leave pay is less favourable under the Rail¬ 

way rules. 

(6) So far as temporary employees are concerned, the Railway 
rules treated all grades alike, giving them earned leave of 
ten days per year after one year’s service and after five 
year's service temporary employees were treated like per¬ 
manent employees (with retrospective effect); but, under 
the Revised! Leave Rules of the civil side, temporary staff 
belonging to the category of ‘inferior service’ did not earn 
any leave while those belonging to the three upper classes 
earn leave at 1/22 of service. By an executive order issued 
during the war, we understand that' even tempora^ 
employees belonging to the category of ‘inferior service in 
the civil departments have been allowed to earn ten days 
leave in a year after one year’s service. 

141. The Railway Services insisted on parity in all respects with the 
ordinary Civil Services. In the course of the evidence before us, the 
General Managers agreed that it would promote contentment in the ser¬ 
vices if a reason above measure of uniformity was introduced as between 
the different services. They also agreed that if medical leave wi M 
pay should be permitted on the civil side, it should be made equally 
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available to the Railway services. They further desired that the provi¬ 
sion limiting leave salary to that payable in respect of the substantive 
appointment of the employee might be changed in the same manner as 
might be decided on for the other services. On the principle of unifor¬ 
mity, it was demanded by the service representatives that no difference 
should be made between one grade of public servant and another, either 
in the Civil Services or in the Railway service as regards leave privileges. 
Exception was particularly taken to the way that the category hitherto 
classified as ‘inferior servants’ has been dealt with. An easy target for 
this line of attack was furnished by the provision in the old rules limit¬ 
ing the leave salary of inferior servants to the “available balance’’, i.e., 
so much only of the pay as remained after deducting the cost of the 
arrangeihent made for the discharge of the employee’s duties during his 
absence. This provision has been removed from the Revised Rules, but 
the resentment has continued to subsist because even the Revised Rules 
discriminate against the ‘inferior service’ (i) by allowing them earned 
leave only at the rate of 1/22 of duty (instead of 1/11 in other cases), 
(ii) by limiting accumulation of earned leave in their case to thirty days 
instead of ninety, (iii) by denying them leave on private affairs, and (iv) 
by denying them (till recently) any earned leave if they are only tem¬ 
porary employees. The Railway rules also make the discrimination 
though on somewhat different lines. 

142. We appreciate the strength of feelmg behind the attack on discri¬ 
mination of the above nature; out in the endeavour to respect .the spirit 

of equalitarianism, we cannot lose sight of certain material considera¬ 

tions. The use of the expression “inferior service’’ seems to us to have 
accentuated, if not created, an inferiority complex. It cannot be dis¬ 
puted that leave rules, especially those which impose on the State the 
burden of paying full salary to an employee when he is on leave, should 
be framed with due regard to his need for rest on the one hand and to 
the public interest on the other. It stands to reason that two considera¬ 
tions have a material bearing on this need—(i) the employee’s age and 
length of service, and (ii) the nature of his work. The older a man 
grows, the greater will be his need for rest. It may also be said that a 

person who has loyally served the State for a great many years has a 

greater claitn on the State than one who has served only for a shorter 
term. The situation is analogous to the calculation of a persons pension 
in proportion to the length of his service. The principle of varying the 
period of annual leave according to the length of service is well establish¬ 
ed in England and applies to the upper as well as to the lower categories 
of public servants. It also stands to reason that the need for rest and 
the length of rest needed depend to a large extent on the nature of the 
employee’s occupation, the conditions in which he has to work and the 
burden of responsibility resting on him. Physical strain, though tire¬ 
some at the moment, does not produce the same harmful effects on one’s 
health as mental strain. If the remuneration of public servants can be 
regulated with due regard to cdhsiderations like the above, there is 
nothing unreasonable in regulating their leave also with due regard to 
the same considerations. This principle of diSerentiation is also reeog- 
msed in England. Further, in so far as it happens that public servants 
when they take leave prefer _ to utilise the leave period in their home 
district, a distinction can legitimately be drawn between those who are 
recruited from the neighbourhood of the places where they serve and 
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those wlio are recruited from greater distances. In this country, recruits 
to class IV services, whether in the civil departments or in the Railway 
service, generally belong to the locality or neighbourhood, whereas em¬ 
ployees belonging to the other grades, particularly class I and II, come 
from distant parts of the country. Thpse considerations, in our opinion, 
require and justify a differentiation between class IV service and the 
other services. 

It will however be seen from the nature of our recommendations that 
they do not reflect any distinction based upon any theory of status. It 
wili be .sufficient to point out that according to our recommendations, 
members of the class IV service are, for purposes of earned leave, placed 
on the same footings after 20 years of service as members of the other 
three classes. Again, we are making no difference between public ser¬ 
vants of one category and public servants of another as regards their 
right to full pay during a period of illness because we feel that that is a 
situation in which the needs of all persons may well be taken to be the 
same.. We are also introducing a provision entitling employees belong¬ 
ing to class IV to half pay leave for a certain period even without medi¬ 
cal certificate. 

143. Our recommendations in this behalf, so far as earned leave is 
concerned, are accordingly as follow; — 

As regards employees belonging to classes I, II and III, the 
Railway Leave Rules will be brought into line with the 
Revised Leave Rules, 1933, incorporating the changes we 
are recommending in the Revised Leave Rules themselves. 
As regards class IV services, the same set of rules will apply 
both to employees in the civil departments and to employees 
in the Railway service. This category of employees will 
earn full pay leave at the rate of 1/22 of duty during the 
first ten years of their service, at the rate of l/16th of 
duty from the 11th to the 20th year of service and at 1/11 
of duty from the 21st year onwards. 

144. Pay during leave .—It is the general principle that during ‘earned 
leave' a public servant draws full pay. No serious attempt was made to 
sliow that the grant of earned leave at the rate of 1/11 of duty was not 
generous enough. Services which do not have their earned leave cal¬ 
culated on the sartie basis claimed that they too should have the benefit 
of that rule and we have just dealt with that question. There is a 
general claim that the services should have liberty to commute the whole 
or any portion of their half pay leave into full pay leave for one half 
of that period. We are not prepared to accede to this claim in this 
general form. As will be presently seen, we are recommending certain 
changes caieiiiated to reduce the half pay leave. The case of persons 
who are obliged to take leave on the ground' of illness, however,■ seems to 
us to merit special consideration. That is just the time when the 
employee may be put to considerable expense and it will be a great hard¬ 
ship to place him on reduced pay during that period. It does not seem 
to us right in principle to insist on his using up his earned leave during 
his illness. The earned leave is intended for normal rest and recupera¬ 
tion. An illness, which according to the doctor’s certifioate requires and 
warrants his remaining on leave for several months must be dealt with in 
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a class by itself. Under the Revised Leave Rules, public servants 
belonging to classes I to III are entitled to half pay leave either on medi¬ 
cal certilicate or for private affairs. Those classified as inferior servants 
get half pay leave only on medical certificate. The Railway rules allow 
to officers and subordinates a short period of leave on half pay which may 
be availed of either, on medical certificate or for private affairs. Members 
of the inferior service are allowed leave on half pay only on medical 
certificate. The period of half pay leave is also shorter in the case of 
inferior services. 

145. It seems to< us reasonable that for all services there should be 
available a certain period of full pay leave on medical certificate. We also 
think that the scheme of the rules relating to half pay requires to be 
recast on more reasonable lines. To achieve these two purposes, we 
recommend the substitution of the following scheme of half pay leave 
rules in place of the existing provisions both in the Revised Leave Rules 
and in the Railway Leave Rules:— 

146. Half pay leave must also be earned like full pay leave. The 
reasons which we have assigned for a differentiation between class IV 
service and the other categories in respect of “earned leave’’ will liolri 
good here as well. We accordingly recommend that members of class I. 
class II and class III services will be entitled to half pay leave at the 
rate of l/16th of duty throughout their service and members of class IV 
service to half pay leave at l/22nd of duty for the first 20 years of service 
and at l/16th thereafter. When leave is granted on a medical certificate, 
any public servant will be entitled to commute the half pay 
leave that he has earned into full pay leave for one half of that period, 
subject to this limit, viz., that for the whole period of a man’s service the 
‘full pay leave’ on medical certificate shall not exceed six months. To 
provide, however, for cases in w'hich a public servant may require leave on 
medical certificate when he has not earned enough of half pay leave under 
the above rule, we recommend that fin production of medical certificate 
he may be granted ‘leave not due’, but this shall be only on half pay and 
subject to a limit of three months at a time and Six months in all, such 
leave being debited to leave subsequently earned. 

147. Calculation of leave salary .—During full pay leave, a public servant 
draws under the Revised Leave Rules a salary equal to the average of 
last 36 months pay or of last 12 months substantive. pay, whichever is 
greater. Under the Railway Rules, the leave salary is equal to the pay 
drawn or that would be drawn by the employee in the permanent post 
held by him substantively on the date preceding that on which he proceeds 
on leave. Both these methods of calculating the leave salary have been 
criticised. It has particularly been insisted on that they deter public 
servants holding officiating appointments from going on leave because their 
leave salary will be very much less than their officiating pay. The alter¬ 
native suggested is that the leave salary should be the average of the last 
12 months’ pay, whether substantive or officiating. This was the pos tiori 
under the Fundamental Rules, but it led to the anomalous result that a 
person who had officiated, say for 12 months, in a higher post, found it 
more advantageous to go on leave at the end of his officiating period than 
to revert to his substantive post and during the whole period of his leave 
his salary would be calculated with reference to the pay of his officiating 
post, though most of his leave had been earned not during the officiating 
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period but much earlier. We are not prepared to encourage this course. 
But we recognise that the Railway Rule errs on the other extreme and is 
particularly hard on those who belong to services where the grading of 
posts is such as to keep people in officiating appointments for long 
periods. We think that the provision in the Revised Leave Rules, 1933, 
is, on the whole, calculated to do justice. In deference, however, to 
the strong desire of the services, we would recornmend the following 
modifications:— 


(a) the salary for the first 30 days out of -leave taken at a time may 
be calculated on the average of the last 12 months pay, 
whether substantive or officiating. This may be justified on 
the ground that a man who has served several months at a 
certain pay has earned some leave on that pay. The limita¬ 
tion of this privilege to 30 days has a two-fold advantage; 
(i) it will encourage people to take leave each year if they 
wish to secure the benefit of the higher pay, and (ii) it will 
preclude a man drawing the higher pay for several months 
merely on the strength of his having officiated in a higher 
post for 12 months or thereabouts. We further recommend 
that the Railway Leave Rules may also be amended to the 
same . effect, (b) for the periods of leave beyond the first 
month the rules in the civil department may be brought into 
line with the rules in the Railways. The leave salary will 
be calculated with reference to the pay drawn or that 
be drawn by the employee in the permanent post held. by him 
substantively on the date preceding that on which he pro¬ 
ceeds on leave. 


148. Accumulation of leave .—In the U.K. accumulation of leave is not 
encouraged or even permitted. For reasons which are easily understand¬ 
able, the Indian Administration adopted a different practice. The Civil 
Service Regulations imposed a four months limit in respect of privilege 
leave. The Fundamental Rules imposed no limit on accumulations, but 
f ,Special Leave Rules, a person was entitled only to eidit 
months full pay leave at a time and under the ordinary rules to four 
months at a time. The Revised Leave Rules of 1933 imposed limits on 
accumulation as follows :--150 days in the ease of employees of non- 
Asiatic domicile, 90 days in the ease of Asiatics in superior service and 
30. days in the case of the inferior service. We understand that duriricr 
the period of the war these periods were increased bv executive order^ 
n necessary to discuss all the suggestions made before 

us. We think that as a matter of principle, public servants should not 
merely be encouraged but even compelled to take leave at short intervals 
so that the public service may have the benefit of their return to duty in 
renewed health. In view, however, of the very strong volume of opinion 
in the services in favour of some relaxation of the limit of accumulation 
rd'tri^n 90 days limit to 120 days generalb; 

EmployeL belonging 

that m ^ J ® allowed to accumulate earned leave to the extent 

that may be earned during four years. The Railway Leave 

may be brought into line with these proposals. We ^nevertheless expect 

their earned leave at short intervals. It is to facilitate this that we 
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have recommended the grant of P.T.Ob. to public servants who wish to 
proceed to their home Province on leave. We make the exception in 
favour of leave spent abroad because there is much to be said in favour 
of encouraging foreign travel by public servants*. 

149. Temporary employees .—As regards temporary employees, we 
are not disposed to recommend any change in the existing rules so far 
as persons employed for definite short terms are concerned. Where 
persons are kept on indefinitely, we think that after completion of one 
year’s service they should begin to earn leave on full pay as well as 
leave on half pay on the-same terms as permanent employees of their 
grade with the like right to commute the half pay leave into full pay 
leave on medical certificate. Service representatives have bitterly com¬ 
plained that officers take undue advantage of the principle that leave is 
not a matter of right and frequently decline to grant leave when asked 
for. They have attributed this to the absence of adequate leave reserve. 
Some of the answers to our questions led us to think that difficulty often 
arises when a number of people apply for leave at or about the same 
time, e.g., during the marriage season. It will be unreasonable to 
suggest that the leave reserve should be calculated with reference to such 
simultaneous demands by a number of employees. Public servants will 
do well in their own interests as well as in the interests of the service 
to let the head of the office know sufficiently in advance of their 
intention to take leave. They must also co-operate between themselves 
and with the bead of .the office so as to distribute their leave periods in a 
convenient manner. In view, however, of the stress laid upon the ques- 
ifcion of the adequacy of leave reserve, we would recommend that each 
IGtepartment should carefully look into this matter. The theory that leave 
ns not a matter of right must like all similar theories be invoked only as 
•the last resort and every endeavour should be macJe, to oblige and even 
encourage public servants when they wish to avail themselves of leave 
-which they have teamed. 

150 A minor point was raised as to the calculation of leave periods 
when Soindays or other public holidays precede or come at the ®nd of a 
leave period or intervene during a period of casual leave. We think that 
w^en a public holiday just precedes a period of leave or comes at the end, 
the employee may well be allowed to prefix it or affix it to his leave as a 
Tmatter of course. It also seems to us fair that when public hohdays occu 
Turing I vZl ol casual leave, the holidays should not he debited to the 
leave ^count. Small concessions like these are well worthwhile to 
create a fueling of contentment in the services. 

151 A claim was made that the provisions relating to ‘Study leave^ 

151. A cia worked It was asked—and we agree with the 

should be-more hb by gazetted services, and 

demand—(i) that it snou u olndies abroad With growing facilities 

<ii) that it should »<>%'>“ (orV Wtor 

OS .0, hi.he. iohs U, 1^ 


---r , and Vadilal Mlubhai desire to add the foUowing remarks 

•Messrs. Hossam Imam an , _ _,Te8 the same as at present, i.e., the 

We would keep ^"'^“days for the leave s^nt in India and for the 

■tearS^nutolnndia, we would relax this limit upto 180 days. 
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’Service. While we wish that every facility and encoura,gement and even 
■opportunity should be provided for this purpose. We feel that that is not 
the purpose of,the provisions relating to ‘Study leave’. They obviously 
have in view specialised scientific or technical studies and not the naere 
passing of qualifying examinations. It was also suggested that the allow* 
ances provided for in the existing ‘Study leave’ rules were inadequate. 
Perhaps they are so in the changed conditions of to-day, particularly in 
relation to the probable expenses of study abroad. The matter deserves 
to be examined, if the Government is disposed to encourage foreign studies 
hy public servants. 


152. As we have recomrhended that accumulation of earned leave may 
he allowed for four months (and six months out of India), it may be neces¬ 
sary to change the present rules limiting the maximum leave salary pay- 
-able to some of the higher officers. We understand that a limit of 
Es. 1,500 is imposed in respect of full salary (and a corresponding limit 
in respect of half-salary) if the period of leave exceeds four months. This 
period may be exceeded when a man comibined sick leave with earned 
leave or spends his earned leave out of India. This seems to us an 
'unmerited hardship and the hardship may be felt the more acutely now 
■that we have scaled down the higher salaries. We would, therefore,, 
recommend that this limit on the maximum salary payable during leave 
may be removed in the case of those who are to be governed by the new 
'Scales of pay recommended by us. 

153. It was said that officiating officers were reluctant to take leave 
hecause the period of leave would not count for purposes of earning incre¬ 
ment in the officiating pay scale. We are not able to sympathise with this 
attitude and we are unable, to recommend that even the period when they 
are not on duty should count for increment in the officiating scale. The 

practice of allowing broken periods of officiating duty to be reckoned 
together for purposes of increment in the officiating scale is itself a con¬ 
cession and we see no justification for carrying it further. 

154. it was next represented that a practice recently introduced by the 
Tinance Department forbidding the grant of additions to pay in officiating 
appointments for vacancies of two months or less is .calculated to thwart 
the policy of encouraging an annual holiday being taken by officers. The 
Auditor General who is evidently inclined to sympathise with those who 
object to this practice explained the position as follows. Under the 
Eevised Leave Eules, a person can ordinarily take leave on full pay only 
■for 30 days and even under the Fundamental Eules only for about six 
weeks annually. If no officiating appointment for the leave vacancy can 
be made for less than two months, the Auditor General pointed out 
“Considerable administrative pressure is put on the individual to take his 

'boliday only every two years or so in order that some one may officiate 
on enhanced pay in his vacancy”. The recent prohibition is said to have 
Eeen introduced on the analogy of the practice obtaining in England, 
But the Auditor General observed that “It is alien to the Indian system”. 
We have been reminded that a person who has been called upon to do the 
duties of a higher office cannot be ejected to<)ut bis heart into it if he is 
mot to get the pay normally pertaining to that office. We have also been 
told that the new rule will hit the lower grades of the service particularly 
ffiard because the difference between the permanent and the officiating pay 
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^ill mean an addition—whieh they can ill afford to lose—to their modest 
sal^y We accordingly recommend that this new ban may be abrogated, 
and the matter be left to be governed by the pre-existing practice. 


155. Many representatives of the services claimed that such leave as 
they were entitled to, but did not in fact take, should be calculated just 
btiOre their retirement and be permitted to be exchanged for a cash benefit 
equivalent to their salary for the leave period. This is a misuse and 
misapplication of the leave privilege, and we consider the existing practice 
of allowing leave preparatory to retirement is in itself generous. As we 
have already explained, the object of the provisions relating to leave is 
not to add to the income of the public servant but to enable him to keep 
himself fit to give of hi,s best to the service. We are unable to counte¬ 
nance the claim. 


156. In view of doubts raised as to the ‘.allowances' payable during 
leave, we wish to make it clear that it is our intention that in all eases 
in which a person is entitled to dearness allowance, he should continue 
to receive it even when he is on leave. House-rent allowance and com¬ 
pensatory allowance (if he is entitled to them) must also be paid to him 
even during the leave period as a matter of course unless it appears that 
he has vacated his quarters or wound up his establishment in the place 
with reference to which these allowances were payable to him. In these 
days, it will be exposing him to great risk if the State should insist, on 
his vacating his house or winding up big establishment when he goes on 
leave. 

157. The Principal of the Ajmere College raised a question as to the' 
accumulation of earned leave by persons serving in Vacation Departments, 
particularly the Education Department. Such employees get only three 
or three-and-a-half days of earned leave per year and the Principal stated 
that they are not permitted to accumulate this leave over several 
years. We are not satisfied that such could have been the intention of 
the rules, but we should like to see the matter placed beyond‘doubt. The 
reasons urged against accumulation of leave beyond 90 days or 120 days 
cannot apply here. For all his full term of service, a person cannot at 
this rate accumulate more than 90 or 100 days. We see no justification 
for preventing accumulation in this class of cases. 

158. The M.G.O. drew our attention to what he thought were certain 
anomalies in the Leave Rules governing his department. In his reply 
to our questionniare, he said; “Up to 30 days infectious disease leave 
with pay is granted to gazetted and non-gazetted civilian personnel 
generally when the individual or members of his family are suffering 
from an infectious disease. The rule does not, however, apply in the 
case of gazetted and non-gazetted personnel who are permanent or are 
recruited against sanctioned establishments when the employees them¬ 
selves are suffering from an infectious disease. Contagious disease leave 
with pay is granted to non-gazetted civilian personal when they or their 
families are suffering from contagious disease, except, however, in the 
case of gazetted and non-gazetted personnel holding sanctioned establish¬ 
ment appointments”. By some oversight, this matter was not further 
elucidated in the course of his oral evidence. The matter may be looked 
into and the anomaly, if any, set right. 
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159. Some doubts were raised as to the availability under the New 
Eules of the provisions of the old rules in respect of Hospital’ Leave, 
Special disability leave, Absence necessitated by accidents suffered in the 
course of duty, etc. We do not see any reason why they should not 
avail people governed by the new rules. If there is any room for doubt, 
the matter may be placed beyond doubt by necessary amendment of 
the rules. 

Mr. Joshi desires to add the following note:—• 

“I am not in favour of any discrimination being made in regard 
to the grant of leave between Class IV service aivd the other 
services. I consider that there is no real justification for 
discriminating against Class IV. In the Social system 
which prevails at present wherein manual labour is not only 
less paid than it deserves but is looked down upon, there 
is even justification for some discrimination being made in 
favour of Class IV, such as in providing him with medical 
leave on full pay when his earned leave is exhausted and 
he has to take ‘leave not due’ on medical certificate. 
Manual work is as essential for the good of Society as any 
other class of work and the removal of any discrimination 
which at present exists to the disadvantage of manual 
workers will do good to the community as a whole. 

Even in the matter of medical leave the employees of Class IV 
will be at some disadvantage inasmuch as their earned leave, 
in a given period, will be less than that of employees of 
other classes and so when an eiiiployee of Class IV becomes 
sick, his .earned leave for being converted into full pay leave 
on medical certificate will-be less than that of an employee 
of other classes and consequently medical leave on full pay 
will be available • to him for a shorter period than an 
employee of other cla.sses and he will have to take ‘leave 
not due’ on half pay much earlier if his sickness continues 
longer than the period of his earned leave.” 

.1RETIIiEMENT BENEFITS 

160. We attempted to make exhaustive enquiries regarding retii’ement 
benefits since all-sections of Government servants rightly attach great im¬ 
portance, (next only to pay) to these benefits. 

Ibl. Broadly speaking Central Government servants, including civilians 
paid from Defence Estimates, may, for the present purpose, be classified 
into the following groups:— 

(a) Perm.anent pensionable employees: 

(b) Permanent non-pen.sionable employees entitled to -alternative 

retirement benefits, i.e., a Contributory Provident Fund and/or 
special contribution or gratuity: 

(c) Temporary emjdoyccs. 

The rules regarding pensions in the Civil Service Regulations are applicable 
to the first category which embraces the greater proportion -of civilian em¬ 
ployees. A small and rapidly diminishing number of railway employees also 
belong to this category. The bulk'of the employees jn the Iruliaii States 
Railways, however, belong to the second category. There are also a number 
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of classes of employees on the civil side, particularly holders of scientific andl 
technical posts and persons recruited on contract who are governed by the 
Contributory Provident Fund Rules, which differ from the Railway Provident 
Fund in regard to the quantum of benefits allowed. Further the personnel 
to whom these rules apply do not receive anything like the special countribu- 
tion or gratuity which obtains in the Railways. In regard to the third 
category, i.e., temporary employees, the rules and practice differ widely. 

In the Civil Departments generally, temporary employees are not entitled 
either to pension or to any other retirement benefits such as Provident Fund, 
Bonus, etc., except in respect of personnel recruited on contract for definite 
periods. In the Railways, Workshop and inferior staff drawing not less than 
Rs. 15 per mensem are permitted to join the Provident Fund after three 
years’ service. In the civil departments persons in inferior service and 
workmen in temporary service stand excluded from these benefits though> 
they might serve for the same full span of years as permanent employees. 
Only recently a Contributory Provident Fund has been opened for, this class 
of workers in certain departments like the Central Public Works Department 
and the Government of India Presses. 

162. The existing ‘superannuation system’ in regard to the Civil Services- 
in India appears to have originated about the middle of the last century as a- 
non-contributory system on the lines prevailing in the U. K. It differs from 
that system in that the conditions and scales relating to pensions are govern¬ 
ed not by Statute but by non-statutory rules. It is similar in character, 
however, in that there is no legal right to a superannuation allowance and’ 
the allowance, though subject to conditions set out in rules and regulations, 
is sanctioned at the discretion of a specified competent authority. It is- 
earned on the basis of satisfactory and approved service and future good- 
conduct is an implied condition of every grant.* 

163. In regard to pensionable employees, the civil service regulations- 
deali/ig with Ordinary Pensions distinguish between the following categories 
of staff regarding the scale of pension, and in some respects regarding the 
counting of qualifying service:— 

(a) Members of the Superior Civil Services; 

(b) Persons who were in service on the 28th August 1919 and elected’ 

to remain under the old pension rules; 

(c) Persons who elected the New Pension Rules (1919) or were recruit¬ 

ed to service subsequent to that date; 

(d) Persons who entered service on or after the 1st October 1938 or 

did not hold a permanent pensionable post on 30th September 

1938, who are treated as new entrants for pensionary purposes; 

(e) Persons in inferior service. 

164. The conditions under which a Government servant qualifies for 
ordinary pension are as follows:— 

(i) the service must be under Government in a post the duties and 

pay of which are regulated by Government: 

(ii) the employment must be substantive and permanent; 

(iii) the service must be paid for by Government. 

*Mr. Joshi considers that pension or a provident fund bonus is a deferred payment 
of a liability for ' the retirement benefits the right for which he acquires while he 
feerying and cannot be made dependent upon a man’s conduct after be becomes eligible- 
for these benefits. 
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The amoiint of jpension admissifoie to a Government servant in permanent 
employraent is based on the length of his qualifying service at the time of 
hU demitting office. Subject to. variations in special cases, the pension ia 
generally reckoned at l/60th of average emoluments per year of service. 
For the first 7 (or 10) years of service, a gratuity <5f a month’s pay per year 
of service instead of pension is generally allowed. Pension is subject to a 
maximum of ^0/60ths of emoluments and also restricted to specific monetary 
limits varying from 'Es. 5,000 to 7,000 per annum for ordinary pensions. 
Further, additional pensions are granted to Government servants who have 
shown special energy and efficiency and put in a requisite minimum of 
approved service in ■ certain specified posts carrying higher administrative 
responsibilities. 

In reckoning qualifying service, the following broad principles are 
adopted:— 

(i) Active service or duty rendered in a permanent post paid for by 

Government counts as service, 

(ii) In certain conditions service in temporary posts which eventually 

become permanent and officiating service in permanent posts 
qualify for pension. 

(iii) Certain concessions are allowed in respect of posts for which 

recruitment takes place normally after 25 years of age and 
officers recruited after that age are permitted to add to their 
service qualifying for superannuation pension the actual period, 
not exceeding 5 years, by which their age at recruitment exceeds 
25 years —vide Article 404-A, Civil Service Eegulations. This 
concession has been withdrawn in the case of persons recruited 
on or after 8th August 1937. 

(iv) The first four months’ leave on average pay under the Funda¬ 

mental Eules and earned leave not exceeding 90 days under 
the Eevised Leave Eules count as duty. Any other kind of 
leave may also be counted up to maxima limits ranging from 
1 to 5 years, depending on total service (which should not fall 
below 15 years) and on whether the leave is spent in India or 
outside. 

(v) The pension is reckoned on the basis of the average emoluments 

actually drawn or which would have been drawn had a person 
been on duty during the last three years of service. The term 
emoluments for this purpose has been held to include, besides 
substantive pay, a number of allowances such as deputation 
allowance, duty allowance, acting allowance, etc., subject to 
the observance of certain conditions. 

The rules in these respects follow to a considerable extent the U. K. model 
and like the latter have laid themselves open to the charge of being compli¬ 
cated and vesting very wide powers of interpretation in the financial autho¬ 
rities. 

165. Ordinary pensions are of the following kinds:— 

(i) Superannuation pension which is granted to an officer who ia 
required by the rules of his service to retire at a prescribed age. 
This age is generally 55 years in the case of non-ministerial 
employees in superior service while in the case of ministerial 
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employees (except those who were not in service on 31st March 
1938 for whom the age limit is 55 years) the age of compulsory 
retirement is 60 years. 

(ii) A retiring pension is granted to an officer who is permitted under 

the rules to retire after completing a fixed period of qualifying 
service. This limit is usually 30 years, but the period has 
been reduced to 25 years in the case of officers who are govern¬ 
ed by the New Pension Rules (1919). Personnel entering per¬ 
manent service after 31st March 1938 are also required to put 
in 30 years qualifying service before becoming eligible for 
retirement pension. As'^a sort of quid pro quo for the benefit 
allowed under the New Pension Rules of optional retirement 
after completing 25 years’ service, Government have also 
reserved the right to retire without assigning reasons, a Gov¬ 
ernment servant who is eligible to exercise the option to retire 
after completing 25 years’ service. 

(iii) An invalid pension is granted to an officer when by bodily or 

rnental infirmity he is permanently incapacitated for the 
public service or the particular branch of it to which he belongs. 
The scale of pension on invaliding follows roughly the scales 
for superannuation pension. 

(iv) A compensatory pension is granted to an officer whose permanent 

post is abolished and when it is not possible for Government to 
provide him with suitable alternative employment. 

(v) A compassionate allowance may be granted to a Government 

servant who is removed from Government service for miscon¬ 
duct, insolvency or inefficiency. 

(vi) The pensions of inferior servants are governed by a special set 

of rules issued in 1936, These rules differ from the rules 
applicable to superior servants in the following main parti¬ 
culars;— 

(a) the age of compulsory retirement is 60 years; 

(b) retiring pension is admissible only on completion of 30 years’ 

service; 

(c) Compassionate, invalid or superannuation pension is admissible 

only on completion of a minimum qualifying service of 20 
years and thereafter at 1 /60th of pay per year of service; the 
amount payable is subject to certain maxima ranging between 
Rs. 8 and Rs. 20. 

166. Extraordinaiy pensions are granted to Government employees who 
are injured or to the families of such employees who succumb to such 
injuries or are killed in the • course of the discharge of their duties 
(unless the injury or fatal accident is caused by the employee’s own negli¬ 
gence). This benefit is granted to all civilian employees of Government 
whether permanent or temporary, whether on a monthly rated or daily 
rated basis and whether their pay is debited to Civil, Railway or Defence 
Estimates._ A person who is entitled to the benefit of the Workmen’s 
Compensation Act is, however, excluded from these benefits in certain 
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circumsttiiiccs, or only receives a difierential benefit. There are two sets 
of rules which are applicable— 

(1) Chapter XXXVIII of the Civil Service Eegulations which 

apply to all old entrants; and 

(2) The Central Civil Services Extraordinary Pension Eules which 

apply to new entrants who for this purpose are persons enter¬ 
ing permanent, service after 1st April 1937. 

Extraordinary pensions are either in the form of injury pensions payable 
to the Government servant himself or family pensions payable to the 
widow or minor children and in certain exceptional cases to the parents 
of the deceased employee. The scale of benefit varies accordiLig to th^ 
pay, status and rank oi the employee and in the case of injury pensions, 
according to the extent of the loss of earning power. It is not necessary 
to give greater details, since the main complaints which we have received 
related to the system of Ordinary Pensions. In regard to extraordinary 
pensions, it is our view that the rules themselves are adequate and what¬ 
ever grievance has been voiced against them was in regard to the failure 
to apply these rules in a liberal and reasonable spirit and not on the 
score that the relief afforded under the rules is in itself inadequate. 

167. On the civil side, specialists recruited on a contract basis for a 
period of five years (in some cases reduced to three years) or more are 
generally entitled to subscribe to the Contributory Provident Fund. An 
employee must under these rules subscribe not less than 6J per cent, and 
not more than 15 5/8 of his emoluments while Governnient contribution 
to the fund is admissible at'the rate of 6}-per cent, of the subscriber's 
emoluments. The rate of interest is fixed from year to year according to 
the current rate of Government borrowing. A separate set of rules apply 
to temporary workmen employed in establishments like the C. P. W. D., 
the Mints and the Security Press, P. & T. Workshops and to workers in 
Ordnance Factories. The rates of emplovces’ subscription and Govern¬ 
ment contribution vary both from the Eailway ru’es and the Contributory 
Provident Fund Eules. Non-pensionable employees in the Eailways are 
eligible for Provident Fund and gratuity. Subscription to the Provident 
Fund is compulsory for persons in permanent service (except inferior staff) 
and optional for workshop and inferior staff on completion of three years’ 
service. Inferior staff drawinsr not less than Es. BO per mensem and other 
staff drawing not less than Es. 15 per month have also the option to 
subscribe to the Fund. Temporary emp'oyees and persons drawing less 
than Es. 15 are not permitted to subscribe. The rate of monthly subscrip¬ 
tion is l/12th of emoluments and Government’s contribution is cent, per 
cent, of the employee’s contribution. A gratuity (now' termed Special 
Provident Fund Contribution) is allowed in the case of employees who 
subscribe to the Fund. It is described as a reward for sei’vice which is 
certified to be efficient and faithful and is payable to persons retiring on 
completion of 30 years’ service or retiring at the age of 55 years or retiring 
prematurely on account of nermanent physical or mental incapacity or 
abo’ition of appointment. If an emplovee dies in service, the special 
contribution is payable to the heirs., A minimum qualifying service of 
15 years is nrescribed for a nerson obtainin"- a retiring gratuitv. The scale 
of gratuity is, generally speaking, J a month’s pay for each completed year 
of service subject in the case of non-aa/etted employees to a maximum of 
15 months’ pay and in the case of gazetted employees to a maximum of 
12 months’ pay or Es. 25,000. Whichever is less. 
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168. The replies to our quentionnaire, (enquiring what will be the best 
method to secure an adequate proidsion for a Government servant and his- 
family against the two eventualities of retirement and death), disclose a 
strong cleavage of oj)hiion about the relative, advantages of the Pension and 
the Provident' Fund systems. We are informed that this problem has 
engaged the attention of Government for many years in the past and has 
been the subject of discussions in the Legislature, with Provincial Govern¬ 
ments and with service associations. When the Railway Provident Fund 
system was first' introdMced about half a century ago, it appears to have 
been the intention to give Railway officers a benefit in the shape of a bonus 
(employer’s contribution) and gratuity which together would be roughly 
equivalent to corresponding pensionary benefits in the civil departments 
of Government. But as a result of the substantial increase in the rates of 
pay granted during the years 1919/1924 and the higher rate of interest them 
prevailing, the relative advantages of the Railway Provident Fund benefit 
increased considerably, particularly in the case of higher paid officers. 
With a fall in the rate of interest (involving a corresponding increase in the 
commuted value of pensions) and with the introduction of the new scales 
of pay since 1931, there has been a swing round in favour of pension as 
being financially more advantageous. On the other hand, much of the 
criticism against the pension system is due to the absence of any provision 
in the existing rules for the grant of any benefit to the family of a persort 
dying prematurely in service or on the verge of retirement or shortly there¬ 
after before he has enjoyed for any appreciable period the pensionary bene¬ 
fit which had been earned by years of service. The attention of employees 
is naturally focussed on hard cases of persons who die prematurely leaving 
their families in straitened circumstances. In such cases, the utter in¬ 
adequacy of the present pension system is shown up as against the compara¬ 
tive security of the competence that is left by non-pensionable employees 
who are eligible /or contributory provident fund and gratuity as in the 
Railway service. This contrast becomes more pronounced when it is 
studied in the background of the opposing points of view regarding pensions. 
The employees are apt to regard pension as only deferred pay to the equi¬ 
valent of which they, (on retirement) or their families (on death) should 
be entitled. From the point of view of Government, however, pension has 
been considered as a payment made in recognition of long and efficient 
service to a retired employee. While from the point «f view of an employee, 
a Contributory Provident Fund system affords him greater freedom to- 
retire, the pension system has often been preferred by Government on- 
account of its stability so far as Government finances are concerned and 
security in the matter of the hold that Government will retain over its 
retired employees. 

The great majority of witnesses w'ho appeared before us or replied to 
our questionnaire expressed a preference for a provident fund system on 
the lines of the State Railway Provident Fund or gratuity schemes, oo; 
the ground that they were financially more advantageous to the employees 
and afforded them greater security all round. A very large number of those 
who replied to our questionnaire or appeared before us did not, however, 
deny the drawbacks of the Provident Fund system. With lower scales of 
pay and lower rate of interest that now prevail, they realised that the 
advantage was not all in favour of the Provident Fund. In the ease of 
persons on low rates of pay and of those who died early in service, it waa 
realised that their accumu’ations in the Provident Fund would not furnish, 
even with the addition of the service gratuity, anything like a sufficient 
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competence for the maintenance of the family of an employee dying in> 
harness. They were also not unaware of the risks to which persona 
receiving any lumj) sum by way of retiring benefits are exposed both oa 
account of difficulties in investment and by reason of their divergent needs. 

A good few witnesses were for this reason inclined to exchange a part of the 
provident fund benefit for a pensionary equivalent. We have on the whole- 
been led to believe that the weight of opinion is in favour of a combination 
of the benefits available under the pension and the provident fund systems- 
and of remedying some of the defects in these systems. How far this can 
be achieved without substantially adding to the burden of non-effective 
charges we have endeavoured to indicate in the paragraphs following. 

169. Question 34 of our questionnaire (enquiring whether the present 
rules relating to retirement and the grant of retirement benefits have 
beep found inconveilient or inappropriate) has elicited a number of sug- 
.gestions. To take the question of the age of retirement first: it is at 
present 55 in the case of persons other than those in ministerial service 
and 60 in the case of ministerial servants or those in inferior service. 
Most of the employees’ representatives who replied to our questionnaire 
considered the present age of retirement too high for persons serving in 
the Indian climate. They asked for a lowering of the limit to 50 years and.1 
for liberty for voluntary retirement after a lower minimum service than is 
prescribed at present. A few service associations and representatives parti¬ 
cularly of the scientific services were willing to prefer a higher age of retire¬ 
ment, i.e., 57 or 60 years. A number of public men, however, expressed 
themselves strongly against the tya^stege of man-power resulting from too 
early retirement from service of persons still capable of good W’ork. A 
typical view is— 

“Far too many Government servants are retired prematurely now 
by applying the superannuation rules strictly. There is 
also an unconscious, and at times a conscious, desire to 
accelerate the promotion of those waiting for the vacancies. 

It is against the interests of the tax-payer that men of' 
experience and judgment who are in full physical vigour 
should be asked to go on pension merely to accelerate the 
promotion of the juniors”. (Mr. V. S. Sundaram). 

Another witness (Mr. B. L. Nehru) has said— 

“I think that the rule requiring superannuation at the age of 55 is 
neither in the interests of the State nor in those of the indivi¬ 
dual and should be amended immediately. At the age of 55 
most people are in good physical and mental health and 
their accumulated experience makes them valuable assets of 
the State. The loss of such men when they are at the- 
height of their usefulness is a serious matter from the point' 
of view of efficiency and imposes an avoidable burden on the 
State finances. I would therefore suggest the raising of the 
age of superannuation to 60 retaining of course the right to- 
retire individuals on the ground of health or loss of efficiency.”' 

We are to a certain extent inclined to agree with these views. The- 
present age of superannuation for the Indian Services has in .most cases^ 
been determined with reference to the employment of non-Asiatics serving- 
in the Indian climate, that is apparently one of the reasons why the rules 
have till recently allowed a higher retiring age for persons in the ministerial' 
service and in inferior service. We doubt if in respect of Indians servmj^ 
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■ in India it is necessary to maintain the lower superannuation age of 65. 
We, however, noted the strong objection from service personnel to the 
raising of the superannuation age on the ground that it would block the 
prospects of immediate promotion of persons in service. Such a block can 
only be a temporary phase and those who are blocked today because their' 
seniors are permitted to stay on in service for a further period will similarly 
have later the opportunity of an extended period of service. In view 
of the increased financial benefits which we are recommending in the 
shape of family pensions, etc., and the need to keep the financial burden 
on the State within limits, we would recommend that the age for compul¬ 
sory retirement should uniformly 58 years for all services, with an 
option to Government to retire an employee on grounds of loss of efficiency 
at 55 years. These remarks would apply to pensionable as well as non- 
pensionable services. 

170. In regard to the minimum service qualifying for retirement; it is 
at present 25 years, in the case of persons subject to the New Pension 
Rules, 1919; for others, including those who entered service after 1st 
April 1938, the limit is 30 years. We have received representations sug¬ 
gesting that voluntary retirement should -in all-.cases be permitted after 
25 years. Some representatives have asked for the lowering of the limit 
to 20 years. It has been a matter for surprise to us that those who asked" 
for the lowering of the limits have asked for a full pension, i.e., half the 
average emoluments for 25 years’ service or less. In no other country is 
the retiring age or minimum service for retiring pension as low as has been 
suggested. In the U. K. the limit for superannuation is in most cases 60 
or 65 years of age and full pension is earned only after 40 years’ service. 
■Considering the comparatively low age of entry in some of the Indian 
services, for example, the ministerial and inferior services, we consider, 
that it would be a serious w'astage of man-power and would impose an 
unconscionable burden on the State to retire in their prime employees 
still capable of good work. In the course of our discussion with repre¬ 
sentatives of the services, we drew their attention to the fact that a civil 

■servant seeks Government service as a life career and as such should.have 
no claim to retire prematurely to take up more lucrative posts on the 
strength of experience gained in Government employment when he is. 
still of an age at which his full faculties can be usefully employed in the 
service of the State. We are unable to accept the general demand for 
reducing the minimum quaiifying limit for approved service or optional 
retirement to 25 years. The discrimination in the present rules in so far as 
they permit some groups of employees to retire on completion of 25 years of 
service is a natural source of dissatisfaction. We would therefore recom¬ 
mend that the concession in Article 465-A of the Civil Service Regulations 
mav be abrogated in the case of all future entrants. 

171. Another request made before us was that all continuous service, 
permanent^or officiating, and whether in a permanent post or in a tem¬ 
porary post should count for service and emoluments with reference to 
which pensions are calculated should include all emoluments drawn in 
such posts irrespective of the holder being a permanent or a temporary 
■employee. At present temporary service counts only subject to certain 

restrictions. These restrictions are based on two fundamental limita¬ 
tions nanrely, that an officer cannot earn two pensions in an office at the 
same time or in the same continuous service and that two officers cannot 
:simultaneousIy count service in respect of the same office. Similar res- 
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trictions exist in the U. K. in regard to eounting of unestablished service. 
I he rationale of the restrictions is that the remuneration received in. 
virtue of service in a temporary post or in an officiating capacity is final 
in itself; and since 4 )ensiou is given only as a recognition of long and 
faithful service the counting of unsubstantiye service is not obligatory. 
It is very often the case that the remuneration of temporary posts is. 
higher for the reason that persons recruited to them are aware that they 
have no chance of earning any additional advantage in the shape of 
retirement benefits. While the restrictions imposed under the present 
rules are no doubt salutary, their application in a narrow spirit does 
apparently cause serious hardship. It was pointed out to us that there 
w ere numerous cases where there was no distinction in the matter of 
pay and allowances between holders of permanent and temporary posts, 
nevertheless those serving eontmuously in a temporary capacity in 
diiierent posts never obtained the lienefit of earning pension. A glaring 
^leranee was that certain establishments have been kept temporary for 
indefinite periods often running to the full normal service of an employee, 
and certain other establishments were employing people from year to- 
year with only a technical break in the continuity of service thus avoiding 
permanency and the grant of pensionary benefits. These hard cases re- 
consideration. We understand that similar restrictions- 
which existed in the U. K. system w’ere removed as a result of pressure 
irom employees ’ organisations and such temporary and unestablished staff 
are, if they are post-1935 entrants, now allowed to reckon half o1 their 
established service. Subject to such conditions as 
tne treasury might lay down even discontinuous or broken periods of 
service may be reckoned as qualifying service. We would recommend 
■similar improvements in the Civil Service Regulations. 

172. Among the miscellaneous points mentioned before us was a com¬ 
plaint regarding the application of the minimum age qualifying for 
pension. It was stated that boy peons in the P. & T. Department 
though past the age at which service would qualify for pension, which is 
16 years in the case of inferior service, are not allowed to count such 
service merely because by reason of the absence of vacancies they serve 
in the capacity of boy peons. If this complaint is true and they serve 
in permanent pensionabfe posts, it does not seem right to deny them the 
benefit of pensionable service. The qualifying age in the case of superior 
service is 20 years. In view of the fact that the distinction between 
Inferior and Superior Service will now be abolished as far as possible we 
see no reason why the minimum qualifying -age in the case of Class IV 
services should remain as low as 16. We recommend that the age limit 
should in their case be raised to 18. 


17.3, Many representatives of scientific and technical services com¬ 
plained that the present concession under Article 404-A, Civil Service 
Regulations was inadequate as many eases of posts created in recent years 
have not been included within the purview of the rule, though these posts 
satisfied the requirements viz. that the recruitment of personnel was 
norrnally over the age of 25 because persons with advanced educational 
qualifications and practical experience were recruited, recommend 
that a suitable enlargement of the category of posts entitling to benefit 
under the rule may be made. 
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174. Proceeding next to the question of the scale of pensions, here 
-•again, a variety of suggestions have been received. Many have asked for 
-the grant of maximum pension for 25 years’ service, the scale being regu¬ 
lated at l/50th of emoluments per year of servic^. A few have asked 
■for even a higher rate of pension and for raising the maximum pension 
from half to 5/8ths or 7/lOths of emoluments. We cannot countenance 
.tliese^ requests. A large majority of witnesses have, however, expressed 
no dissatisfaction with the present scale for earning pensions, namely, 
l/60th of emoluments per year of service. We recommend that in view 
of the additional benefits which we propose in the following paragraphs 
the rate of earning pension should be changed from 1/60 to 1/80 per 
year of service. 

A few complaints have been received regarding the operation of the 
■maxima limits which exist at present. Pensions are subject to limits 
(i) of Es. 5,000 per annum for 25 years’ service and above in the case of 
Oovemment servants subject to the old Pension Eules; (ii) of Bs. 5,000 
:per year in the 25th year of service rising by Es. 200 per year to 
Es. 6,000 per annum in the 30th year of service for persons governed 
by the new Pension Eules, 1919; and (hi) of Es. 6,000 in the 25th year 
of service rising by Es. 200 to Es. 7,000 in the 30th year of service for 
persons governed by the Superior Civil Services Eules. Some of the 
persons, particularly those belonging to the Scientific Services or posts 
which are not classified as eligible for the benefit under Superior Civil 
■ Services Eules, have asked for the maximum of Es. 7,000. Some pleaded 
for raising the limit from Es. 5,000 to Es. 6,000 in all cases, as in the 
new Pension Eules, 1919. We also received protests from some em¬ 
ployees regarding the reduced rate of pension admissible to ‘new entrants’, 
i.e., those who were not in permanent employment on 31st March 1938. 
We imderstand that these reduced rates of pension were prescribed for 
the reason that the old scales of pension like the old scales of pay were 
considered too liberal in the economic conditions prevailing after 1931. 
As conditions have now changed and our recommendations about pay 
scales are based on that very circumstance, we do not feel that there is 
good ground for the lower rates of pension for new entrants being conti¬ 
nued. A number of Service Associations representing the superior ser- 
■vices and certain high ofificers who gave evidence before us suggested that 
the maximum pension should be raised, if necessary by absorbing addi- 
•tional pensions. A limit of Es. 1,000 per month has been suggested by 
some while others have asked for the retention of a limit of Es. 8,000 
per annum after suggesting additional benefits. It has been argued that 
in view of the ceiling limits on salaries in the scheme of pay scales 
envisaged by us there would hardly be any margin for saving in the case 
of persons belonging to services whose scales of pay would be higher 
than Es. 1,000 per month. A drastic reduction in emoluments occurs, it 
5s said, when persons holding high office retire in circumstances which 
fail to give them the competence to maintain the status and a reasonable 
degree of comfort to which they have been accustomed during service. 
'There is some force in this contention. In, other countries like the U. K. 
there is no alternative monetary limit, besides the overall maximum of 
■half pay, for the scale of pension which is always a fixed fraction per 
year of service. Since the additional benefits we recommend for the 
lamily are derived merely by reducing the scale of ordinary pension for 
the employee, it does not seem to us unfair in view of the fall in the 
purchasing power of .the rupee, to raise the present limiting maxima on 
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pensions. An overall maximum of Bs. 8,000 per year as pension would 
be in keeping with the maxima' limits we have proposed for salaries. 

In regard to additional pensions, they are at present admissible to 
holders of certain specific posts. Complaints have been made that there 
•are serious anomalies in the listing of posts for grant of additional pen¬ 
sions and that the conditions for their grant are too much open to the 
•discretion of the sanctioning authority. A view has been expressed that 
if a person has been permitted to hold any of these higher posts and to 
•draw the pay attached thereto, the further requirement that the sano- 
•tioning authority should certify that he has rendered approved service 
satisfying the standard of work and conduct required in respect of these 
posts is supeiduous. Inasmuch as pension should be related to the 
.general career of the person and not merely to the pay drawn in the final 
years of his service, it seems to us that the system of granting additional 
pensions for persons who had held particular office may be abandoned, 
•especially after we have recommended that the maximum pension may 
itself be raised to Es. 8,000 per year, for 35 years’ service. Scales for 
shorter years of service may be worked out on the same basis as at present, 
having regard to the proposed maximum. 

In regard to inferior services, complaint has been made against the 
-difference, in the scale of pension and about the hardship resulting from the 
application of maxima. It has been represented that the scale of earning 
pension should be uniform for both inferior and superior services and 
the limiting maxima which prevent the inferior servant earning up to half 
■his average emoluments as maximum pension should be abrogated. It 
will relieve this grievance if our general suggestion regarding the grant 
of pension at. l/80th of service for each year of qualifying service subject 
to a maximum of 35/80ths is applied uniformly for all grades of the 
service without making a distinction between superior and inferior service. 
In view of the alternative benefits which we have proposed even for 
inferior servants, any reduction which may result in the ordinary basic 
pension through the application of a lower scale of pension i.e. l/80th 
instead of l/60th, would not involve any hardship. 

175. Eailway servants have stated that the existing scale of gratui¬ 
ties or special contribution which they receive is inadequate. Among' 
suggestions made are (1) a proposal from the representatives of gazetted 
ofticers for raising the maximum Umit to 15 months’ pay or Es. 40,000 
as against the present limits of 12 months’ pay or Es. 25,000, and (2) 
a proposal from some representatives of subordinate services and lower 
grades for grant of half a month's pay as gratuity per year of service 
without any maximum limit; a third suggestion from others was for. 
grant of a month’s pay per year of service subject to certain limits. 
Other suggestions on this subject were to reduce the limit of qualifying 
service for gratuity to 15 years. We see no objection to raising the rate 
of gratuity to 15 months’ pay for 30 years’ service or more without 
making a distinction between gazetted officers and others. Having regard 
to the ceiling limits on salaries which we have suggested, the existing 
limit of Es. 25,000 appears reasonable and need not be raised. 

176. We have received numerous suggestions regarding the manner in 
which average emoluments are to be calculated for pension. At present 
they are worked out as an average for the last three years, of an officer’s 
•service. The present rules take into account not only substantive pay 
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but certain additions to pay and even officiating pay m certain circ^i- 
stances. A number of associations have asked for the calculation of 
average emoluments on the basis of 12 months as m the case of leave 
salary under the Fundamental Rules. As expressed elsewhere, we re^rd 
the Fundamental Rules basis as extravagant even m the matter of leave 
and cannot countenance its extension to other eases. Pension is not neces¬ 
sarily related to the final pay of an officer. The amount of penspi 
must he related to his status on retirement and length of qualifying 
service rendered by him; the final pay might be an accident of circum¬ 
stances. Officiating pay and special pay which a person may get during 
service for discharge of duties of higher posts are properly regarded as 
their own reward and final in themselves. The permanent feature on 
which pension should be based is an officer’s position m the cadre of the 
service to which he belongs and it would be wrong m principle as well 
as extravagant if the present practice under the Civil Service Regula¬ 
tions is to be' abandoned in favour of counting indiscriminately officiating 
emoluments as well as pay drawn in temporary posts. Any hardship likely 
to result in individual cases might be obviated by adrninistrative action 
if steps are taken in due time for the confirmation in higher posts of per¬ 
sons who have officiated continuously therein for long periods. 


177. Mention may be made of the claim that was made before us by 
certain employees’ associations that even compensatory allowances should 
count for pension. We see no justification for this claim, since these allow¬ 
ances are given for meeting specific expenditure of a kind which an employee 
has to incur at a certain place while on duty. The compensatory allowance 
is not meant to be a source of profit when an employee retires. After retire¬ 
ment he is no longer under an obligation to stay in a particular locality or 
to incur a higher scale of expenditure on that account. As a reward for 
faithful service it is only fair that pension_should be related to the emolu¬ 
ments of the final years of service which would bear some sort of relation to 
the standard of living that a public servant had become accustomed to. One 
of the points raised with Government by certain groups of erriployees even 
before this Commission was appointed was that dearness allowance should be 
taken into account when calculating pensions. We understand that Govern¬ 
ment did allow a portion of the dearness allowance to count. We think that 
this must be regarded only as an ad hoc method of relief to cases which xrose 
in war time. For the reasons we have explained we see no justification for 
making any departure from the principle that compensatory allowances as 
such should not count as reckonable emoluments for pension. Pensioners 
however desire to be granted dearness allowance. We have dealt with this 
claim in para. 75 Part II where we have suggested that pensioners drawing 
Es. 150 or below should be allowed a certain scale of dearness allowance so 
long as economic conditions continue to be abnormal. 

178. Another claim made, by a very large number of employees was that 
retired employees should be awarded a certain minimum amount as pension, 
for the same reason that serving employees are secured a minimum wage. 
Many of these den.iands are linked up with proposals for social security. As 
we have recommended a considerable rise in the minimum wage of the lowest 
paid emplo 5 'ees of Government their pension if reckoned as a fraction of 
emoluments will automatically become higher and we do not find it necessary 
to make any special recommendation in favour of pensioners in this respect. 

179. A suggestion which has been made by a number of departmental 
officers is that the Provident Fund scheme could with great advantage be- 
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extended to cases of personnel who normally would enlist only for a short 
term of service even in pensionable posts. The Director General of Posts 
& Tele^aphs for instance, mentioned the ease of women employees in the 
Telephone and other services. Though in this country there is no formal 
prohibition as in the U. K. against the continuance in permanent service of 
married women, we understand that in practice many single women who 
enter service do resign after marriage. In special cases of this kind we 
recommend that even where the posts held are .pensionable posts the alter¬ 
native of Provident Fund may be allowed to certain classes of personnel. 

180. As we have already indicated, opinion seems to be divided on the 
question whether the rules governing Provident Fund benefits admissible to 
non-pensionable public servants, as for instance in the Railways, afford a 
proper provision for the family of an employee who dies in hS'i’^BSs or an 
appropriate benefit to the employee himself on retirement. The great 
majority of employees’ representatives who are in pensionable service (not to 
mention persons who are in non-pensionable service and secure lesser benefits 
than Railway servants do under the Contributory Provident Fund Rules) 
and temporary employees, have all considered that the Railway Provident 
Fund and gratuity rules are adequate and afford sufficient protection. 
Among the Railway personnel themselves, both official representatives and 
representatives of staff, have generally stated that the existing provisions are 
adequate. Nevertheless some divergent views have been expressed and 
suggestions made for improvement in the Railway Providept Fund system. 
Typical of the view which considers the existing system on the railways to 
be satisfactory is the view of the General Manager, B. B. & C. I. Railway. 
He says:—■ 

“The''Railway Provident Fund is on the whole satisfactory and 
generous in the cent, per cent, bonus provided by Govern¬ 
ment. The gratuity in the case of non-subscribers to the 
Provident Fund is also adequate. Having in mind the fact 
that provident fund benefits and gratuity are based on pay, 
these will automatically increase with the introduction of post¬ 
war scales. State Railway Provident - Fund Rules have in 
recent years been progressively liberalised, after discussion with 
the All India Railwaymen^ Federation. It is general¬ 

ly recommended that membership of the provident fund should 
be compulsory and not optional and that this should 
be borne in mind when fixing the'pdy scales of the lowest paid 
staff to be allowed to join the Provident Fund. It is import¬ 
ant that in no case should the compulsory Provident Fund 
deductions reduce the monthly money in hand below a living 
wage level.’’ 

In their reply to our questionnaire, the All India Railwaymen’s Federation 
have stated:— 

“A system of retirement pension for the retired worker while alive 
and family pension for the dependants in case of the death of 
the bread-winner should be introduced for ev^ry wage earner or 
salaried employee ..... pension should not be below the 
barest minimum required for maintenance ..... only a 
social insurance scheme can provide for all contingencies and 
the present provident fund system does not adequately provide 
for families of employees who die or retire prematurely. ’ ’ 
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The General Manager, B. N. Railway has stated:— 

'‘Any scheme, whatever be the name, which ensures a steady income 
to the family of a deceased employee will be welcome. WhOo 
the payment of lump sum cash benefits has its own benefits, 
there is no safeguard against the money being squandered away 
by one imprudent dependent to the perenniai nxisery of the 
rest. A small but steady income in my opinion will be immune 
from this hazardous possibility and will be a reliable source of 
support to the family. As in the case of commutation of 
pensions, I would advocate a change in the Provident P’und 
Rules, which would however require enaetmept, in that to 
guard against what has been stated above, employees may be 
permitted to commute lump sum payments under Provident 
Puqd into monthly payments (or pensions) spread over a period 
of years or till death. ’ ’ 

How far a suggestion of the above nature will be welcomed by employees 
we do not know; nevertheless we commend the last suggestion as one likely 
to remove a serious defect in the existing Provident Fund system. 

181. We cannot leave the subject without referring to the multiplicity of 
suggestions that have been made to improve the scale of benefits even under 
the Railway Provident Fund Rules which at present ensure the highest 
scale of benefit to non-pensionable employees of Central Government. 
Among suggestions made by staff associations are:— 

(a) raising of the maximum limit of special contribution (to this we 

have already referred): 

(b) that the grant of gratuity should be absolute as in the case of 

Provident Fund benefits so as not to deprive the employee un¬ 
reasonably of what he has earned; 

(c) that a limitation should be imposed if necessary by legislation on 

the freedom of an employee to dispose by assignment of his 
Provident Fund assets to others than his wife and family; 

(d) that Provident Fund deductions should be 1/lOth of the pay 

in:?tead of l/12th; minimum qualifying service for gratuity 
should be 15 years, it should also be the minimum qualifying 
service for voluntary retirement; that the gratuity should be at 
the rate of one month’s pay for each year of service without any 
limitations or in the alternative in addition to gratuity a small 
pension of l/4th or 1/6th of pay last drawn should be paid; 

(e) that the scale of Provident Fund benefits should be revised so as 

to ensure not in terms of a capital sum but in terms of accruing 
revenue at Government gilt edged rates a retirement benefit 
similar to pension; 

(f) the amount of provident fund deductions should be raised from 

1/12th to l/6th and in place of gratuity half pay pension should 
be awarded to the employees after retirement; that special 
contribution should be earned not only for completed years of 
service but even for broken period of a year. 

182'. In regard to the above suggestions, we can hardly agree with sugges¬ 
tion (b) since the existing restrictions under the rules merely exclude a 
person dismissed from service or removed from service by reasons of his mis¬ 
conduct from the receipt of this benefit. With a suitable procedure for 
appeals, we do not consider there is any serious risk of the power to withhold 
gratuity being exercised arbitrarily. However, as provision exists for 
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pensionable employees being granted a pension or gratuity on compassionate 
grounds even when they are dismissed or removed, there seems to be justifi¬ 
cation for introducing a similar provision in the Provident Fund Rules, 
authorising payment of at least a small gratuity notwithstanding dismissal 
or removal from service. 

We are in sympathy with suggestion (c) for limiting the power of assign¬ 
ment and we understand that the recent tendency on the civil side of 
Provident Fund Legislation and amendment of rules has been towards this 

■end. 

In regard to suggestions (d) and (f) for raising the rate of contribution to 
the Provident Fund or the scale of gratuity, we are not able to accept them. 
As the Railway Rules stand, they afford the highest scale of benefit in 
vogue for non-pensionable employees and by and large we agree that the 
benefits admissible under these rules in no way fall short of the equivalent. 
retirement benefits open to pensionable employees. The recommendations 
we have made for increases in rates of pay in themselves remedy one of the 
grounds for the Railway Provident Fund benefit being relatively less re¬ 
munerative at present. Our first endeavour has been to ensure an adequate 
scale of remuneration for all grades of serving employees. Though our re¬ 
commendations towards this end, particularly in the case of the lowest paid 
employees who are practically at subsistence level, have not been much 
influenced by financial limitations, we cannot ignore these limitations by 
suggesting any wholesale increase in the'burden of non-effective charges that 
will ultimately fall on the tax-payer. It is for these reasons that we have 
refused to consider increases in the scale of pensions and the same grounds 
would apply .also to the case of non-pensionable employees. In our view, 
however, a change may be made in the interest of simplicity in the rules for 
special contribution. The rates may be fixed at half a month's pay uniformly 
per year of service subject to a maximum of 15 months pay without making 
any distinction between inferior servants, subordinates and gazetted officers, 
the gratuity being subject only to the existing overall maximum limit of 
Rs. 25,000. As regards suggestion (e) the points mentioned were also raised 
at the meeting with the General Managers of Railways. Any evaluation of 
Provident Fund and pensionary benefits which reckons the equivalent of the 
latter on the basis of commutation value will not be correct since the Pro¬ 
vident provides a definite lump sum benefit which viewing it in terms of an 
equivalent annuity would not furnish a lower scale of benefit than the corres¬ 
ponding pensionary benefit. 

In regard to suggestion (f), we are no| disposed to recommend any change 
as both in respect of pension as well as gratuity the present rules proceed on 
a scale of benefits linked to completed years of service. In view of the flat 
scale which we have suggested for gratuity, it is considered that the rules 
will operate more evenly in future and that the difference due to the elimina¬ 
tion of an uncompleted year of service would be negligible. 

183. As far as personnel subject to Contributory Provident Fund Rules 
(other than Railway Provident Fund) are concerned, the general demand 
was for raising the scale of benefits uniformly to the level allowed under the 
Railway Rules. The Contributory Provident Fund Rules usually allow a 
Government contribution of 6J per cent.—the equivalent of the employees 
contribution while the Railway contribution is l/12th both as employee’s 
and employer’s contribution. A few have suggested the raising of the limit 
on employee’s contribution so as to permit a larger amount to be subscribed 
while some have suggested the raising of the Government contribution to a 
higher figure of 1/lOth which appears to be allowed at present by certain 
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institutions or local bodies. Employees belonging to scientific and technical 
branches appeared in particular to prefer the Contributory Provident Fund 
system. One of the demands made by such employees was that provision 
should exist for enabling employees transferred to pensionable from non- 
pensionable employment or from service under a local or incorporated autho¬ 
rity to Government service to retain without break the benefit of continuous 
service in computing their retiring benefits. Our attention has been drawn 
in this connection to the Federated Superannuation System for Universities 
which prevails in the U. K. whereunder is provided a suitable superannuation 
scheme for members of the staffs, academic and administrative, of Universi¬ 
ties and University Colleges and various research institutions of Govern¬ 
ment in order to facilitate interchange of personnel. The basic idea of the 
scheme seems to be that superannuation provision should be continuous 
during the whole working life of a member, contributions being made partly 
by himself and partly by the Institution of which he is for the time being a 
member. When a member moves from one institution to another within the 
Federated system, the accrued rights are transferred to the latter to be con¬ 
tinued and augmented during the subsequent period of service and under 
similar conditions. This is rendered possible by the fact that each consti¬ 
tuent Federated institution has a superannuation scheme "which in all 
material respects is the same for all institutions. Each institution deducts 
5 per cent from its member’s salary as a superannuation contribution and 
itself adds 10 per cent, to this and the total of 15 per cent, of salary is 
devoted to paying a premium for an insurance policy of which a number of 
alternative types are offered. A-s the member’s salary increases, adjust¬ 
ments to the amounts of contributions are made in accordaptice with pres¬ 
cribed rult'.s. On the retirement or death of the member, the benefit 
accrues to himself or to his dependents, while if the member leaves the 
institution for some other Federated institution, his policies are transferred 
from the one institution to the other. The matter is one which vitally 
affects a large number of employees serving in quasi-public institutions 
and local bodies and should, in our opinion, receive sympathetic 
consideration. 

184. In regard to some classes of employees, e.g., Cantonment Officers,. 
Ordnance factories employees, etc., a complaint has been received that 
Government contribution is not cent, per cent, of the employee’s contribu¬ 
tion. We have commented on this point when dealing with the depart¬ 
ments concerned. In certain cases where the original contribution was 
lower, Government have increased the sca'e of benefit for hon-pensionable 
employee^, e.g., in the P. W. D. and in the Government Presses In all 
these eases, a demand has also been made that a special contrib tion or 
gratuity should be added as in the case of Bailwav' employee' the 

interest of uniformity and with a view to equalising as much as p' .i the 
scale of benefit for pensionable and non-pensionab'e employees, v- rni- 
mend the extension of the scale of benefits allowed under the Itailway 
Provident Fund Buies to employees in other departments as well. But we 
are not prepared to carry the principle of uniformity farther by allowing a 
special contribution or gratuity in services where none such exists.* The 

* Mr. Joshi however desires to add the following remarks :— 

“ I do not approve of the proposal that persons who are not Railway servants but 
who are at present ehgible for some kind of Provident Pund should be given the bene¬ 
fit only of the Provident Fund bonus on the lines of the Railway Provident Fund but 
not of the gratuity given to railway empJoyeea. I suggest that they should bs given 
the benefit also of the same gratuity which is given to the railway employees.” 
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proposals we have made for allowing temporary employees, workmen and 
categories at present designated as ‘inferior' to subscribe to the Provident 
Fund will in themselves afford these categories substantial gains which we 
Bre not prepared to further augment. 

185. On the question whether any differentiation should be made between 
industrial and commercial employees of Government and non-industrial and 
non-commercial employees, there has been practical unanimity that no 
such distinction shoidd be made. In the reply to our questionnaire, the 
All-India Eailwaymen’s Federation have stated:— 

“There should be no difference among various classes of employees as 
the standard of staff are the same irrespective of the employing 
departments. ” 

This view was further emphasised by them as well as by their constituent, 
members in the course of their oral evidence before us. Similar views have 
been expressed by the All India Postmen and Lower Grade Staff Union and 
the All India Postal and E. M. S. Union in their written and oral replies. 

186. Ey question 35 in our questionnaire, we desired to elicit suggestions 
as to methods by which the existing retirement benefit system for pension¬ 
able employees could be improved so as to provide for cases of persons dying 
soon after retirement and of petsons who die early in service before they 
have had an opportunity, even if they had the capacity, to make adequate 
provision for the family. It has all a'ong been recognised that the existing 
pension system has this serious defect that it makes no provision for the 
dependents of a Government servant who dies while still in service or soon, 
after retirement. When the contingent pensionary right is thus wholly 
extinguished by the premature death of an employee, his dependents may 
be left in indigence and it seems to us that it must be the object of public 
policy to avoid or at least mitigate such results. The question received 
some notice both from the Islington Commission and from the Lee Commis¬ 
sion and has been the subject of discussion in the Central Legislature on 
more than one occasion. This defect in the pensonary system has been 
obviated only in eases where the ordinary pension is supplemented by bene¬ 
fits accruing out of a family pension fund as in the case of the Indian Civil 
Service and in certain other superior services. To a limited extent this 
contingency, is covered in the case of the Eailway Services and others who 
are eligible to subscribe to a Contributory Provident Fund. All these 
arrangements are contributory and in the main they finance themselves, i.e., 
they do not impose any charge on public funds over and above the charge 
which would.normally be involved by the payment of pensions. For over 
20 years, we understand that the subject has been considered in one form or 
other in Conferences with Provincial representatives, by reference to service 
associations as well as by detailed examination in the Government Depart¬ 
ments. Throughout these discussions, it appears that it has been clearly 
recognised that additional pecuniary compensation could not be contemplated 
foT'the public services and the endeavour was to devise some sort of re- 
adjustrnent of different facilities which are allowed under alternative methods 
•of providing against retirement. 

187. We have received numerous suggestions regarding alternative 
retirement benefits under one or the other of the schemes which suggest also 
a combination of these benefits. In examining the relative merits of these 
proposals we have had to rely on actuarial appraisements made in the past. 
In the limited time available to us, and particularly because hardly any 
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complete scheme has been put before us by any experte or service associa¬ 
tions, it has not been possible* for us to assess the relative financial impliea- 
^tions of the different methods. While making our recommendations ort 
general lines, we must leave it to Government to have the necessary actuarial, 
data considered in greater detail. A scheme which has appealed to us is on& 
under which an employee may surrender a given amount of pension (or 
provident fund bonus) and obtain a capital sum or an annuity to be paid to- 
certain dependent beneficiaries. There can be several variants of the 
scheme. In one kind for instance, the surrender may be made at the time- 
of retirement, in which case an actuarial estimate can be made without 
further medical examination (as is required in the case of commutation of 
pension) by determining the lump sum amount of annuity payable to* 
dependent beneficiaries for a minimum guaranteed period on the pensioner 
pre-deceasing them. A scheme of this kiijd, we understand, is in operations 
in the Mysore State. Schemes of this kind are also sponsored by certain 
Insurance Companies. This type of cover would give protection only for 
one contingency, namely, the death of an emp'oyee who has just earned his 
pension. It might be possible to devise actuarial methods by which a 
similar option (to be made effective on death) may be given to a person in 
service, the amount being determined on the basis of the amount he woul<J 
get as retiring pension on the date of his death. The difficulty in this case- 
is that the sum payable is likely to be a fluctuating amount depending on 
the employee’s length of service and his emoluments at the time of death- 
and it may be difficult to detei-mine the equiva'ent actuarial value of the- 
amount of contingent pension surrendered at any given point of time. In¬ 
effect, a scheme of this kiijid would resolve itself into Government providing- 
life insurance cover for an employee for a certain period, that is, till his 
retirement. The scheme may, therefore, be considered along with other- 
variants dealing with insurance as an alternative. 

188. Another scheme which commends itself to us is one in which a 
portion of the prospective pension is surrendered ah initio in exchange for 
the guarantee of a lump sum payment to be made on the death of a public- 
servant -before retirement or on retirement (if the public servant should 
survive). The amount of lump sum payment is to be the actuarial equi¬ 
valent of the value at different stages of service of the portion which he 
surrenders. Arrangements on this line appear to have been in force in- 
England under the Superannuation Act. 1909 as amended by the Act of 
1935, which reduced the scale of pension from l/60ths to l/80ths per jesr 
of service (subject to a maximum of 40/80ths) but added ‘an additional lump 
sum payment to the pension at the rate of 3/80ths for each completed year 
of service subject to a maximum of li years’ pav. The amount of addi¬ 
tional allowance is also payable as a death benefit to the family of a deceased' 
employee. The chapge over must have been effected in U. K. on an 
actuarial basis as involving no additional burden on the exchequer. On a 
similar basis, it should therefore be possible to devise the amount by which 
a portion • of the pension earned can be surrendered in view of earning »■ 
gratuity. We understand that many years bar-k a proposal to surrender one- 
third of prospective pension in return for the guarantee of a lump' sum pay¬ 
ment equal to 12 months ’ pay was referred to Provincial Governments anff 
several service associations. An advantage of the scheme was its simplicity 
and ease of application to existing members of the service and its similarity 
to a scheme which had operated satisfactorily in the IT. K. for a verv lon^ 
time. But very few associations of Government servants seem to have- 
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expressed a favourable opinion of the scheme and Government concluded 
that if it was to be adopted it would be necessary to make its terms more 
attractive to the extent at any rate that the portion of prospective pension to 
be surrendered may have to be reduced from l/3rd to l/4th. The short¬ 
comings of the scheme appear to have been;—• 

(a) that the lump sum benefits will not be commensurate with the 

commuted value of the amount of pension sacrificed; 

(b) that the benefit secured to dependents is inadequate specially if 

an officer died early in service; 

(c) that persons who obtained rapid promotion during last years of 

service wou'd suiter; 

(d) more than everything else, there was the disposition of the 

employee to regard pension as deferred pay and therefore to be 
chary of making any sacrifice if an additional benefit in the 
shape of family provision could be secured without any dimuni¬ 
tion in pension; 

(e) a theoretical objection would be that men who survived to draw 

pension would in such a scheme be penalised for the benefit of 
the dependents of those dying in service and a scheme of this 
kind would distribute among employees inter se a burden for 
which, in their opinion, Government should be responsible; 

(f) it was further objected that pensioners in the vast majority of 

cases drew such 'ow amounts that at prevailing high level of 
prices, they could not afford to suffer any dimunition of the 
scale of pension. 

Though some individuals and associations have argued on the same lines 
before us, we have been glad to find that among the great majority of 
employees’ representatives, there now exists a disposition to accept a scheme 
which would bring ma^rial benefit to ail employees even though it involves 
a reduction in the amount of individual pensions, so long as the proper 
equivalent, on an actuarial basis, is allow'ed as an additional provision pay¬ 
able in a lump sum to an employee himself on retirement or to his depen¬ 
dents on his earlier death. In view of thi.s healthy change of opinion on the 
part of service associations, we recommend that one of the benefits which 
may be allowed both to persons now in pensionable service and to those who 
may enter pensionable service hereafter is that there should be an option 
to exchange a given fraction of pension for its actuarial equivalent payable 
in the conditions mentioned above. We are told that at the rate of interest 
of per cent, the surrender of about 23 per cent, of the pension would 
be equivalent in value to a gratuity of half a months’ pay for each year of 
service subject to a maximum of 12 months’ pay at retirement. The reduc¬ 
tion of the rate of pension from l/60ths to l/80ths subject to a maximum 
of 35/80th8 suggested by us would involvesurrender of about 25 per cent, 
of the pension which may yie’d as gratuity the equivalent of about 1/2 of 
a month’s pay per year of service. 

189. A considerable number of the witnesses who appeared before us 
expressed themselves in favour ot an option being given to Government 
servants to elect ab initio between Provident Fund and Pension or by 
surrender of the entire prospective pension to exchange it for the guarantee 
of a lump sum payment on death or retirement. In the former case it was 
apparently desired that the benefits to'be allowed should'be on the scale 
of retirement benefits allowed to Railway employees and include Provident 
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Pund bonus and special contribution or gratuity. In the latter case, a lump 
sum so calculated that the employee or his family would receive an equi¬ 
valent value of the pension surrendered was sought. Neither alternative is 
capable of easy application in the case of persons now in service though it 
may be possible to introduce the first alternative in the case of persons 
who may join the public service hereafter. We are not disposed to recom¬ 
mend the first alternative because the pension system which is of wide 
application and which has stood the test of time has obvious advantages 
both from the point of view’of employees and of Government. The risks, 
that are incidental to payment of lump sum retirement benefits to an 
employee or his dependents will have to be obviated by introducing a 
combination of annuity payments along with a reduced contributory provi¬ 
dent fund benefit if the benefit of the contributory provident fund system is 
to be extended to more classes of employees in the Public Service. The 
same defect would vitiate any scheme which contemplates the exchange of 
the full pensionary equivalent for a lump sum payment. In the past, a 
scheme of this kind does not also appear to have found much favour with 
service associations. The scheme for the entire abo'ition of pension and 
substitution of a contributory fund in terms as liberal as those enjoyed by 
the subscribers to the Railway Provident Fund was, we understand, not 
acceptable to Government on the ground that it would involve a material 
increase of expenditure. Our attention was drawn by some witnesses to a 
recent article by Mr. S. D. Bajpai, former Finance Secretary to the U. P. 
Government (in the Hindustan Times of 22nd July 1946) which points out 
all the direct and incidental advantages of the Contributory Provident Fund 
system and endeavours to prove that there will not only be no extra expen¬ 
diture but there may be a huge saving as the present pensionary charges are 
wiped off, if a imiform contributory provident fund is introduced in its place. 
It has not been possible for us to assess this claim which has been made in 
relation to the service exp.iuliture of the U. P. Government. We do not 
know whether calculations mode on these lines for the Central Government 
would yield a similar result; while we do not wish to canvass opinion on the 
question, we cannot help remarking that some of the incidental advantages 
claimed, namely, -that a substitution of a contributory provident fund will 
result in economy in staff in depnrtmental and accounts offices and in 
treasuries might prove il'usory as the staff will have to be augmented for the 
maintenance of additional provident fund accounts. An examination of the 
leading financial implications of the two schemes has, we understand, shown 
that in 1925 when the interest rate stood at per cent., the Railway 
servants were considerably better off on retirement both absolutely and in 
relation to pensioners than Government expected them to be when the rules 
for the Fund were first formulated. The result due to the operation of a 
number of variable factors upon the three constituent elements of the 
total Government contribution, namely, the bonus, the interest accruing 
on it and the retiring gratuity and the fact that in provident funds other than 
Railway Provident Fund the bonus addition was not one of the conditions 
influenced the decision not to extend the Railway Provident Fund benefits. 
As we have pointed out elsewhere, with the present fall in the rate of 
interest and with lower level of salaries than prevailed in 1925, the advantage 
of the Provident Fund svstem has been somewhat off-set. While our 
recommendation that pensionab’e employees need not be allowed to opt a 
contributory provident fund is based on conditions regardless of the respec¬ 
tive cost of the scheme to Government, we feel that as a measure of family 
protection, security to the employee himself and stability and control from 
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the Government point of view, the pension system with necessary improve¬ 
ments would yield advantages which should not be given up in place of a 
provident fund system. 

190. An alternative which has often been advocated for remedying the 
drawback of the pensionary system is the institution of a Family Pension 
Fund. This exists at present in the case of the members of I. C. S. and 
for non-Indian personnel of the superior services. The difficulties in the 
way of extending this benefit to all classes of employees are many. The 
benefit is governed by many factors such as pay scales (on which the 
rates of recovery would depend), normal prospects of promotion and inci¬ 
dence of mortality, retirement, etc., among Government servants. In 
respect-of these factors, in the case of members of a single service, the 
distribution of the risks will be even and would operate equitably among 
members of the service; but where the pay scales vary considerably as 
also do prospects of advancement, age of entry and rate of wastage in the 
service and where subscription to the fund is not compulsory on all members 
of the service, there will be no proper basis for working out a scheme of 
family pensions which will be common for all classes of employees whe¬ 
ther industrial or non-industrial and all grades of personnel in Class I, 
-Class. II, Class III and Class IV services. We are therefore unable to 
recommend this course. 

191. An overwhelming majority of employees’ representatives who 
replied to our questionnaire or gave evidence before us have asked for 
the grant of the benefit of commutation of pension as a matter of right 
without the necessity for a medical certificate. Some have even suggested 
that when an employee dies before or immediately after retirement his 
family should be paid the full commuted value of the pension that would 
have been payable to him. Those who advocated this course have argued 
on the basis that pension is only deferred pay and, therefore, the 
employee’s family have an accrued right to the pensionary equivalent. 
As we have already stated this is a line of argument which we are unable 
to accept. Medical examination is a vital basis of the present commuta¬ 
tion system in so far as Government in allowing the commutation benefit 
aim at imposing no higher financial burden on the tax payer tfian would 
have actuarially resulted from permitting persons to draw the pensions due 
to them in the usual course till their demise. A few suggestions have 
been made in ignorance of the basis of commutation; for example, the 
commutation values should be increased on account of the present high 
cost of living. We understand that in fact the commutation tables as 
recently revised in the light of the present low rate of interest secure a 
larger capital sum than before. In our view the system of commutation 
has the same defects as characterise all lump sum payments by way of 
retirement benefits. While we do not wish to withdraw the option which 
now exists for members, of the services who are entitled to this benefit, 
we are not prepared to recommend any further extension of these faci¬ 
lities. The alternative benefits which we have suggested for improving and 
supplementing the pension system would afford greater benefits than 
commuted payments of pension and would obviate the necessity for com¬ 
mutation facilities in the case of future recruits. 

192. By way of provisions for the family of persons who may happen 
to die early in service most of the witnesses who replied to our question¬ 
naire have expressed themselves in favour of some form of compulsory 
insurance or other. A few have argued that insurance should be voluntary 
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and compulsion is not necessary and that an employee who realises the- 
advantage of insurance could easily avail himself of the facilities offered by 
private insurance companies. A great many have however, argued that 
as far as the ministerial and lower grades of the services are concerned, 
employees do not normally avail themselves of insurance facilities as a- 
measure of family security and leave their families in straitened circum¬ 
stances. It was claimed by some that this was due to the fact that such 
personnel are unable to afford the premia and they therefore suggested' 
that Government should meet the cost of insurance without requiring any 
surrender of a portion of the pensionary benefit or a contributory deduc¬ 
tion from the employee’s salary. For reasons stressed earlier, we cannot 
accept the further burdening of the exchequer by recommending free insur¬ 
ance of employees. On the other hand a large body of the employees 
representatives realised the value of insurance cover and were inclined to 
accept as a basis for Government according its employees insurance cover 
a surrender of some portion of the pensionary benefit. Some were also- 
willing to accept contributory insurance which could be financed by insist¬ 
ing on the employee contributing either directly towards premia or in¬ 
directly by diversion through payments out of a Provident Fund and by 
Government contributing on the basis of a given reductrlon from tbe pen¬ 
sionary benefit. The necessity for providing such an insurance over was 
specially emphasised in the case of Government employees whose condi¬ 
tions of service expose them to great accidents and risks, e.g., employees 
in Mines, Workshops, Dockyards and running staff on Railways. In- 
their case the cover provided by the Workmen’s Compensation Act was 
alaimed to be inadequate. 

replied to our questionnaire and 
gave evidence before us was kind enough to work out, at our request, a 
detailed scheme of retirement benefits-and family protection details of 
which are given in Annexure “D”. The main basis of the scheme is 
that a Government servant must compulsorily subscribe to a Provident 
Fund from the commencement of his service and a Government contri¬ 
bution eqpal to the twelve monthly payments made by the Government 
servant will be added annually m arrears. Whatever may be the basis 
on which the provident fund is worked, the value of the scheme is that an 
employee IS enabled to take out as soon as he is confirmed an endowment 
policy out) of his subscription to the fund. The Endowment Policy will 
afford cover for the first 15 or 16 years of service, thereafter the endow¬ 
ment sum will be available for payment on retirement (or death if earlier/ 
while the accumulations of the Provident Fund less amounts already paid 
out as premia will be available to the emjiloyee on retirement or his 
heirs on death. A possible criticism of the scheme is that it is somewhat 
complicated. While compulsory contribution to a Provident Fund or 
compulsory insurance might result in the employee financing his policy by 
direct deductions from pay or withdrawals from, a Provident Fund, the 
proposed scheme might involve a substantial addition to the work in 
Accounts Offices in connection with the keeping of provident fund accounts, 
cost of policy, etc., especially when there is a complication of financing 
the policy from both sides of a contributory provident fund, the mainte¬ 
nance of which would involve much more work than the maintenance of 
an ordinary general provident fund account. We consulted the Government. 
Actuary on the question of what will be the actuarial equivalent of a contri¬ 
bution by Government of (i) 10 per cent, and (ii) 5 per cent, of pay in terms- 
of an equivalent deduction from pension. We have been informed that the 
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percentage deduction in pension required in respect of the 10 per cent, con* 
tribution would be 66'5 per cent and 77 percent, respectively for the superior 
and subordinate services and pro rata for the 6 per cent contribution. Thia 
means that if Government contributes 10 per cent, of the pay towards the 
Provident Fund, not ignoring the expense incurred in maintaining so many 
provident fund accounts, subordinate employees would be able to get about 
23 per cent, of their salary as pension in addition to provident fund benefits- 
which include a, life policy. Adopting the postal insurance rates it will be 
possible to pay a premium of Es. 6 p.m. in the case of subordinate and 
inferior servants which will secure an endowment assurance policy of 
Es. 2,400 taken up at the age of 22 and maturing at the age of 55. For 
superior services, the premium payable would be Es. 25 p.m. the endowment, 
assurance policy to the taken up at 27 and maturing at 55 would be for 
Es. 8,163. Postal fund premia can be taken as the lowest premia that can 
be offered by an insurer and it may even be possible to provide a cheaper 
cover for the lower grades of the service who cannot afford a large monthly 
premium on the no profit^asis, i.e., without any provision for bonus. 

194. Compulsory subscription to a general provident fund has been 
advocated by many who have also suggested raising the limits for subscrip¬ 
tions and admission of persons eligible to contributory provident fund for 
admission to the G. P. Fund. We agree that these changes in the rules- 
will increase thrift, but it will not ensure the avoidance of risks in- the 
case of an employee dying early in service. It has been computed that 
a compulsory G. P. Fund subscription at 6J per cent of pay would not. 
amount to one year’s present pay of a normal Government servant till at- 
least the 17th year of his service assuming that he is on a normal incre¬ 
mental scale in which the final pay is fully three times the initial pay. 
On the same basis the accumulation would hardly amount to two years- 
pay at the end of his service. To give proper family protection, the- 
G. P. Fund or any other fund must be supplemented by life insurance. 
We understand that it would be an ideal provision if every government 
servant on confirmation in service were compelled to insure himself for 
a sum equal to one year’s maximum pay of the grade which he enters 
or thirty times his initial pay. This would roughly amount to a subscrip¬ 
tion of 10 per cent or IJ^ annas in the rupee on the initial pay which 
would gradually diminish to about 3 per cent of the final pay. One defect 
which has been pointed out in regard to the insurance scheme is that 
the Insurance amount does no# have the same protection from 
ittachment etc. as the Provident Fund deposits of an employee which he- 
can pass on to his nominee. This is no doubt a drawback but it could be 
remedied by suitable legislative enactment. We understand that -when 
the insurance scheme was considered in the past, it was in the back¬ 
ground of the period when pay scales were being reduced as a result of 
the retrenchment oampai^. The apprehension that low scales of pay 
in force would render it impossible for low paid employees to join the 
schenie and the cost involved if large numbers of accounts have to be 
kept if inferior servants -were admitted to the scheme seem to have pre¬ 
cluded the furtherance of the scheme. Some opp6sition was also appre¬ 
hended from private insurance interests if Government were to extend the- 
S 9 ope of compulsory insurance of their employees under the postal life 
insurance scheme. We_ do not consider these diificulties insuperable. 
The need for protection is greatest in the case of the lowest paid employees 
and we have been pressed that a compassionate fund affords inadequate- 
•henefit for the large number of cases that arise as it caters for only cases; 
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< 3 f absolute indigence and the amounts paid are calculated -just to tide 
over immediate necessity. The increased scales of pay all round whicU 
we have suggested would certainly make it possible for even the lowest 
paid employee on a starting pay of Es. 30 to take out a whole life insur¬ 
ance cover for Es. 1,000 (which is less than three years’ initial pay and 
barely 15 months’ pay of the normal maximum which an entrant to 
Class IV could aspire to reach) on a premium of Es. 2 p.m. or an endow¬ 
ment insurance on a premium of Es. 2-8 p.m. These rates may be less 
if a "no profit’ basis is introduced. ■ On the same basis a gazetted officer 
entering service would be able to obtain insurance cover for more than 
-Es. 10,000. 

As regards the objection that the business of private insurance com¬ 
panies will be affected, we do not accept this as a serious objection. The 
Government is certainly entitled in its own interests as well as in the 
interests of its employees to ensure the maximi:yn protection for the family 
of such employees at the minimum cost. We are told that hardly any 
private insurance company can afford the low rates of premia which can 
compare with the postal rates due to the low operating costs of the 
scheme. We, therefore, recommend that whatever measure of compul¬ 
sory insurance or optional insurance in lieu of a surrender in the value 
■ot pension is adopted, the insurance cover should only be obtained 
through the postal life insurance. 

195. Another suggestion which has been made is that as in the U.K. 

scheme (obtaining under the Superannuation Act 1935) an officer should 
be enabled to allocate an amount of his pension as payable to the bene¬ 
ficiary if he dies before the beneficiary—the share allocated in no case 
exceeding a given maximum say one third of the pension. The basis of 
the scheme is that when allocation becomes effective, if the beneficiary 
dies before the officer, the officer’s pension will continue at the reduced 
amount. Under the English scheme the pension granted to the officer 
utider the Act for the benefit of his spouse may at the option of the 
retiring officer be payable either (a) in respect of the period if any for 

which the spouse survives him or (b) in respect both of their joint lives 

subsequent to his retirement from service and of the period if any for 

which the spouse survives the retiring officer, in the latter option the 

amount payable to the spouse being double. We do not know to what 
extent it will be possible to work out a similar scale here for the exercise 
of these options by central government employees; but if it can be done, 
we consider this a suitable method which may be availed of by persons 
in service who are not in a position to benefit from the compulsory insur¬ 
ance or combined provident fund and gratuity proposals which we have 
made. 

196. The i^ctuary has informed us that in respect of certain typical 
eases referred to him and under given conditions the surrender of l/4th 
of pension would enable the Government to pay a premium of Es. 23-2 
p.m. for superior services and Rs. 3-9 p.m. in the case of subordinate 
•services. The amount of the endowment policies maturing at 55 that 
these premia will purchase from the Postal Insurance may be to the tune 
of Es. 17,541 in the case of superior gazetted services and Es. 1,422 in 
the case of inferior services assuming that the policy will be taken at 
the age of 27 in the former and 22 in the latter. ‘ Whether insurance 
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is effected in this way by exercising an option to surrender a share of' 
the pension or insurance cover is secured by a provision that an officer 
on confirmation should compulsorily insure for a sum approximately thirty 
times his initial pay, the scheme is one which makes no allowance for- 
additions to the principal sum for which an insurance policy can be 
taken out by an officer on progressive scales of_pay whose capacity to pay 
higher premia will increase with the accrual of increments or promotions. 
To provide for the maximum insurance benefit on. this basis, some pro- 
. posals have been made for taking out additional short term endowment 
policies at 10-year intervals during service to enable an officer to augment 
his first compulsory insurance policy. It is doubtful whether this pro¬ 
posal whatever its other merits, will prove attractive to the employee in 
view of the high rate of premia which will have to be paid on short term 
policies; nor can the necessity for periodical medical examination be 
obviated when adding new policies at long intervals. Even if a scheme 
of the kind were to be prepared for Government servants, we are informed 
that it would not be on a sound basis unless it is made compulsory for 
every insined Government servant (or the large majority of them) to take 
out fresh policies with every increase in their pay. Some thing of the 
kind is stated to obtain in Mysore. For every permanent increase in 
salary, a definite percentage-, say 10 per cent has to go for life insur¬ 
ance, until the totel premia paid reach a definite maximum figure of 
Es. 50 per mensem. 

197. Some of the representatives of non-pensionable employees also' 
favoured the institution of a compulsory insurance scheme and were 
willing to forego a portion of the benefit to be converted into premia 
for insurance cover provided by Government. A few representatives of 
non-pensionable employees asked that in the same way that commuta¬ 
tion of pension into lump sum is permitted in the case of pensioners, 
.persons earning a lump sum either as bonus to the provident fund er¬ 
as special contribution or gratuity should be enabled to convert a portion 
of it into- an annuity on a regular pension basis. This is a request which 
we would support since it would be conducive to greater financial security 
for the family of a retired employee. It is probably likely that from the 
Government point of view, it is easier to make a lump sum payment 
whenever it becomes due since the maintenance of the records of monthly 
pension payments involves greater work all round. On the other hand 
it cannot be gainsaid that where the adult bread winner is snatched away, 
a provision of regular monthly payments would be more to the advantage 
of the family although for certain calls like expenses on marriages of 
daughters, etc. a lump sum element would come in usefully. 

198. In the foregoing paragraphs we have discussed the relative merits 
of the pension and provident ffind systems obtaining at present. A ques¬ 
tion which seems to call for consideration is, whether, for the future, we 
should have both the system continue in operation side by side or adopt 
one or the other system exclusively, suitable modifications being, in any 
case, made_ to remove the defects therein. After careful consideration we 
are inclined to think that the pension svstem might well be adopted 
.generally for -Government employees, the provident fund system being 
limited to cases of employees appointed for specific periods orr- contract 
or possibly to other short or indefinite periods of temporary employment. 

We believe that the pension system is the one generally in vogue both in 
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the U.K. and in the U.S.A. It seems also to be in oonsonanw with tto 
spirit of social security schemes in as much as under such ^hemes only 
an annuity is given and large lump sum payments are avoided. At pre¬ 
sent, outside the Eailway Department, Government servants are largely 
on a pensionable footing. Even in the Eailway Department, the pension 
system appears to have been generally in force till about 40 years ago 
when the Provident Fund system was introduced. In aU other matters 
like pay and leave we have recommended that Eailway employees should 
be treated in the same way as employees in the Civil Departments; in 
pursuance of our aim in the direction of rationalisation and uniformity 
and unless there are any insuperable objections (of which we are not 
aware) we should like that Department and other establishments having 
a nontributory provident fund system to fall in line with the civil depart¬ 
ments in the matter of pensions as well so far as future entrants are con¬ 
cerned. The modifications which we are proposing in the pension system 
would remove its serious drawbacks and wiU, we hope, make that system 
sufficiently attractive. 


199. In paragraphs 186—197 we have examined several suggestions 
calculated to provide against the contingency of the premature death of 
a Government servant. In view of the large number of and categories 
of men involved, no recommendation which we can make in the matter 
can be above criticism. A reasonably satisfactory scheme capable of 
being easily understood and worked without much difficulty is all that 
we attempt to envisage and we recommend the following subject to its 
being further examined in greater detail by actuarial authorities. 

The retiring benefits for every public servant may consist of two com- 
oonents one would be a recurring monthly pension payment ^d the 
ponents insurance cover the premia for which would be found 

hfrovernment wi hoTappreciably increasing its total financial liability 
ffi^rSoTeTc ive We suggest that the insurance cover should 

Snrrsent the aotuarifl equivalent of a fourth of the pension now ad- 
n.Lible U) an officer. Ordinarily, therefore, the pension would require to 
be correspondingly reduced. Pension is at present earned at ^ 

oIqt-x; frvr Bverv vear of service subject to a maximum of 30/60 
or^Sage sSaJy. If It is reduced-by a fourth the rate would be 1/80 
instead of 1/60 of average salary for each year of service and the maxunum 
pension admissible would then be 80/80 of average salary. 

In view however, of our recommendation to increase the limit for 
superannuation from 55 to 58 there might be some savings m non-effectm 
ch^ges which might admit of the maximum pension for retirement at 58 
' being fixed at 35/80 instead of 30/80 of average salary in which case 
persons who serve the full period of service will stand to get mcreased 
retiring benefit*. Even if it means a small additional expenditure, it 
might be worthwhUe increasing the maximum to 35/80 in such cases. 


It is understood that a contribution by Government of about 3 per cent 
of an employee’s pay as it stands from time to time would be sufficient to 
liquidate Government’s liability for one-fourth of pension. We suggest 
that a Pos1«l Endowment Policy be taken out for an employee for a sum 
for which the premium would be 3 per cent of his substantive pay. As 
his substantive pay increases the policy amount will have to be augment¬ 
ed. In order to reduce the work connected with such revision whenever 
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4<}iere is an increase in pay (end this would be annual in most cases in 
view of the incremental scale of pay that we have recommended) it would 
be necessary to require such revision to be made at longer intervals than 
a year. It would probably suffice if the revision takes place at intervals 
of (say) 3 years and on occasions of grade promotions (as distinct from 
annual increments). It appears that in some group insurance schemes 
■medical examination is not required. Similarly, in the case of Govern¬ 
ment servants who will all be compulsorily insured, it may not be neces¬ 
sary to have any recurring medical examination. 

The amount of cover available under the above arrangements will be 
paid to the party on retirement in the normal course or to his heirs if 
he should die before retirement. 

The above arrangements can easily be made applicable to those under 
the Railway Provident Fund system also (should that be continued for 
future entrants) by requiring subscribers to that fund to forego a fourth 
of the contribution and of the gratuity now payable by Government. 


The scheme explained above would be applicable only to future entrarlts 
to Government service. The extension of the scheme to existing officers 
presents many difficulties and we can only suggest that their cases might 
be met by the .adoption of a scheme similar to that obtaining in the 
U.K. Their pension (or Government contribution to Provident Fund and 
gratuity) could at their option be reduced by one fourth and in' return they 
would be entitled on retirement to a lump sum of 3/80 of pay for each 
year of service subject to a maximum of 15 months’ pay. On death in 
service after completion of not less than 6 years’ service a lump sum of 
one year’s pay or 3/80 of pay for each year of service subject to a maxi¬ 
mum of 15 months’ pay may be paid to their heirs. On death after retire¬ 
ment if the money drawn by way of pension and lump sum is less than 
a year’s pay, the balance of a year’s pay may be paid to thett heirs. 

t 

199-A. In cases where a public servant who has rendered more than 26 
years’ service dies either in harness or shortly after retirement even the 
benefits admissible under the foregoing proposals may not be adequate. 
When such persons die in harness, we suggest that the widow and depen¬ 
dent children of the deceased should be allowed to draw, in addition to the 
benefits mentioned in the previous paragraphs, a portion of the pension 
to which he would have been entitled. Considering that the normal 
expectation of life of men with such length of service would range from 
about ten to fifteen years more it would not be unreasonable to pass on 
to the dependents for a period of (say) five years some part of the pen¬ 
sionary advantage whicli the deceased had earned. The benefit need not 
be of the same amount as the pension that would have been drawn by 
the iVceased. Allowing for the fact that the number in the family will 
itself stand reduced by the death of the debased and for other reasons 
the allowance may be limited to one half of the pension earned, subject 
to a maximum of Es. 150 per mensem. The same benefit may be ex¬ 
tended'to the family of a deceased pensioner \vl:o has drawn his pension 
for a period of less than 6 years from retirement, by payments on tHe 
above lines for the unexpired portion of the five year period. This arrange¬ 
ment will no doubt involve some additional expenditure, but we think 
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that the justice of the claim is so strong that even financial considera¬ 
tions should not be allowed to stand in the way.* 

K.—PEEVENTION AND SETTLEMENT OE DISPUTES 

2CKJ. In the light of recent experience, the reference takes note ol 
the possibility of diffefeuc.es arising between Government and its em¬ 
ployees in respect of conditions of service and has asked the Commission 
to report on machinery for negotiating and settling such questions. The 
reference is general; but in the reply which the Secretary for Posts and 
Air gave in the Legislative Assembly in February 1946 (see para. 182 
supra) he referred in this connection to the 'Whitley Councils system in 
the United Kingdom. Immediately after the appointment of this Com¬ 
mission, the Secretary was sent on a short deputation to England to 
study the working of the Whitley system on the spot and he made a 
report of which copies were made available to the members of the Com¬ 
mission. Questions 41 to 44 of our questionnaire were framed with a 
'view to eliciting the views of officers, of service representatives and of 
the public on the matter. 

201. The Whitley system does not-appear to be much known in this 
country. At the time we issued our questionnaire, we -suggested that 
the Secretary’s report on the system might be widely circulated so that 
we might have an opportunity of knowing the reactions of the services and 
of the public’ to it, but the suggestion did not meet with the approval 
of the Government, The result is that we have received no constructive 
suggestions or help on the point. Many replies that we received frankly 
stated that the authors had no knowledge of the Whitley system. From 

*‘‘Mr. Vadilal Lallubhai desires to add the followinjf note :— 

The revision of the structure of the retirement benefits as proposed by us is doubt¬ 
less an improvement on the old system of granting retirement benefits. However, to 
my mind it does not do full justice to the families of those who die in harness while 
at the same time it raises to a certain extent the retirement benefits of those who sur¬ 
vive to receive them after retirement. I see no reason why the retirement benefit 
should be increased in certain cases. The allowing of retirement benefits at 35/80 
plus insurance will raise the benefits to these categories of pensioners and so it should 
be kept at 30/80 plus the benefit of the insurance as a via madia if the proposals that 
I am putting up below may not be acceptable. Government servants die at different 
stages of their life; some die a premature death when they have not served even more 
than 5 years while some die in the middle of their service while some die almost on the ^ 
verge of their retirement. Roughly speaking about 25 per cent, of Government ser¬ 
vants die in harness. I therefore propose that the security tha.t every Government 
servant’s family would get in the shape of insurance should also require some pay¬ 
ment on the part of every Government employee. This payment would be 5/80 of 
his pension which I feel is very little in relation to the large security that his family 
will get. 'Whatever amount is thus saved should be utilised in insuring the lives of 
those who may die in harness. According to the scheme, although on an average the 
retirement benefit is reduced by 5/80, the actual saving is 25 per cent, of the total 
amounts of the retirement benefit. This 25 per cent, would suffice to insure the families 
of those who die in harness and who require a greater amount of help than those who 
retire on their highest grades and the maximum of salaries and who would at the end 
of their period of service have a certain amount of saving and so will be considerably 
better off in every respect, than the families of those who die in harness. This would 
give relief to these unfortunate fsffnilies to the extent of more than double of what 
is envisaged in the majority scheme. The question may be asked whether it is right 
to pay, so much to the family of one who dies after only one or two or five years 
service. I feel the State has a special duty towards its employees especially when the 
modern State is going nearer towards social security. Thus if by spending a little 
or nothing at all, if it can give security to all its employees, it is not a small 
achievement. The details will have quite obviously to be worked out ajctuarially as 
suggested a.bove in the main report. 




K.—prevention and settlement of disputes 

«ucli of the official representatives as had any knowledge of it, there 
was not much support for its introduction here. Out of the principal 
federations representing Railwaymen and Post-Office men respectively, 
the Railwaymen’s Union was definitely opposed to the introduction of the 
jWhitley scheme here. Some of the representatives of the Postmen ex¬ 
pressed themselves willing to give the system a trial. The tenor ^of the 
^comments in such of the replies as have referred to it may be summarised 
*s follows:— 

“(a) The Whitley system may be useful, but it is doubtful if 
Labour Unions in this country are today sufficiently experi¬ 
enced and responsible to take detached and coherent deci¬ 
sions. 

(b) Development from below should be encouraged. Imposition 

from above may not do much good. Employees’ Associations 
should develop a greater sense of responsibility. 

(c) Cultivation of the Whitley spirit is more important than the 

creation of the Whitley machinery. 

(d) Whitley Councils may be given a trial, though their success is 

not certain. The existing Staff Councils, if properly worked, 
may yield better results. 

(e) The machinery operating in the case of industrial and commer¬ 

cial departments where the employees form Trade Unions, 
is not suited to, nor required in, other departments.” 

Comments like the above and a study of the report made by the Secre¬ 
tary led us to think that it was necessary to examine the conditions now 
obtaining in this country before deciding whether and how far the .Whitley 
system or other similar machinery could be usefully tried here. It may 
also be useful to take note of the circumstances in which the Whitley 
system came into existence in England and of the degree of success 
which has attended its working there. 

202. The. following extract from Mr. Cole’s Symposium on “British 
'Trade Unionism Today” (1939) explains the origin of the Whitley system 
in England:— 

“War conditions (during the First Wbrld War) brought to the Trade 
Union movement a new recognition at the hands of the 
State. Trade Ui^ion leaders not only took part in the Gov¬ 
ernment under the successive coalitions responsible for the 
conduct of the War; they were also admitted to a share in 
many of the control schemes which were set up for industry. 
Trade Unions began, to think of themselves as having a claim 
to a share in the control of industry and to put forward 
plans for making this control permanent. By way of answer 
to these demands for workers’ control, the capitalists soon 
put forward a set of alternative proposals by setting up , the 
Whitley Committee to devise a plan not for superseding 
capitalism but for improving the relations between employers 
and workers. As this did not concede any part of the 
workers’ demand for control, the system was regarded as 
farcical by the Union leaders”, (p. 65). 

This passage also explains the attitude of the Trade Unions towards the 
Whitley system and the comparative poverty of its achievements in the 
industrial sphere. 
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203. Writing more than 12 years after the introduction of the scheme, 
Mr. Seymour summed up the position thus;— 

“The Government seems actuated by the attitude that it is advis¬ 
able at present to take no lead in advancing the Whitley 
movement. **** The employers as a body have never 
favoured the scheme. **** Conflicting experiences and points- 
of view have made the attitude of labour towards Whitleyism 
a confusing one. **** Trade Unionism on the whole either 
stands aloof or is distrustful. It seems to fear that the co¬ 
operation involved in the Whitley scheme may undermine 
the fighting spirit of labour. **** By extreme socialists, 
Whitleyism is anathematised as a conspiracy to preserve the 
accursed system of capitalism. **** Industries which have 
adopted the Whitley scheme have been benefited by it. 
**** Nevertheless, the fact remains that the outlook for the 
future of the Whitley scheme appears anything but rosy” 
(pp. 188-193). 

He, however, claims that the Whitley Councils have assisted in 
reducing the friction that leads to industrial disputes, that 
they helped towards the betterment of negotiatory relations 
and that they materially reduced the necessity of stoppages 
of work (pp. 152-153). In the Industrial Eelations Hand¬ 
book, published by the Ministry of Labour and National 
Service (1946 reprint, p. 24), it is stated: — 

“For various reasons—mainly on account of the prior existence of 
adequate joint machinery—^the formation of Joint Industrial 
Councils on the lines laid down by the Whitley Committee 
was not undertake,n in some of the more important industries 
{e.g., engineering, ship-building, iron and steel and cotton) 
where the recognition of Trade Unionism was most com¬ 
pletely established and a procedure of collective bargaining 
already well developed. Some Joint Industrial Councils 
were established before organisation was adequate within 
the industries concerned to give them authority and in 
consequence subsequently broke down. Others, however, 
gained in strength and succeeded in establishing themselves. 
**** Some have not progressed beyond the stage O'f a nego¬ 
tiating body for the settlement of wages. A few on the 
other hand—and these are among the most successful—do 
not negotiate "vvages, such functions being performed by 
other means previously in existence.” 

204. As regards the Civil Services, the position was that in the eighties 
and nineties of the last century, there were staff associations (mainly in 
the Admiralty and in the Post Office) devoted to the improvement of Civil 
service conditions and terms of employment. Definite combination among- 
the administrative-clerical staffs was slow in developing. An announce¬ 
ment of policy by the Postmaster General in 1906 gave encouragement to 
the formation of ‘organised associations’ and by 1914 the principle of 
collective bargaining had been accepted as applicable to the Civil Service 
(Gladden, pp. 11 and 18). The story of the establishment of Whitleyism- 
in the Civil Service is narrated in Cole’s Symposium as follows:— 

“Civil servants’ trade unionism outside the post-office and the- 
industrial grades remained in a very rudimentary condition* 
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—-where it existed at ail—right up to 1914. Up to the 
great war, there was no negotiatiug machinery between the 
Staff Associations as such and the Departments. So far as 
it was organised at all, the service was organised in a multi¬ 
tude of small and ineffective bodies, highly respectable, 
careful to dissociate themselves- from the general scheme of 
trade unionism and limited to two methods of agitation, 
namely, petition and stating a case before a Royal Commis- 
■ sion. The Great War and its aftermath made Civil Servants’ 
Trade Unionism an effective force. Many members of the 
Civil Service Clerical Association had served in the Army 
and after the War they came back with a broader outlook 
and a strengthened determination. That Association allied 
itself with the Labour Party and the Trade Union Congress 
till the Act of 1927 made it illegal for Civil Servants to affi¬ 
liate outside political or industrial organisations. War and 
post-war conditions altered the machinery for dealing with 
service disputes. Hence the introduction of the Arbitration 
Board. The Government’s commendation of the Whitley 
system to employers generally led to a claim by the Service 
Associations that the Government should apply to its own 
employees the principles and practices which it commended 
to others. Thus was Government compelled to agree to the 
establishment of Whitleyism in the Civil Service’’ (p. 483). 
(See also Gladden’s Civil Servants Staff Relationships, p. 21.) 
Mr. Seymour records that there was an obstinate resistence on the part 
of the heads of nearly all the departments to the introduction of the 
Whitley scheme into the Civil Service and the Government Departments. 
(The Whitley Oouncil’s scheme by Seymour pp. 27-28.) The Government 
nevertheless yielded to the demand though somewhat grudgingly. During 
the years 1919 and 1920 the principles of the Whitley Reports were applied 
to Government Industrial establishments also. Two types of Joint Coun¬ 
cils were set up—^Departmental Joint Councils and Trade Joint Councils. 
A Departmental Joint Council may be said in brief to deal 'with matters 
other than wages and trade questions, i.e. mainly domestic matters, such 
as the interpretation of Departmental Regulations, welfare and other 
questions on which the Trade Union side may wish to make representa¬ 
tions, or which have been referred to the Council from a yard or Works 
Committee. Wages and trade questions which are often common to 
various departments are dealt with on Government Trade Joint Councils. 
Shortly afterwards it was decided to set up a Joint Co-ordinating Com¬ 
mittee for Government industrial establishments for the consideration of 
general service questions affecting Government industrial employees gene; 
rally. The various branches of the Government have built up their 
Whitley machinery to meet the circumstances of each case.. Mr. Seymour 
expresses the view that the Government Councils have dealt with an 
enormous amount of work and have been on the whole very successful 
(p. 31). (See also para. 485 of the Tomlin Commission’s Report.) 

205. The attitude of “the higher elements of the service’’ towards the 
Whitley machinery requires to be separately noticed. “The-Association of 
First Division Civil Servants’’ it is stated in Mr. Cole’s Symposium 
“found themselves out of place on the Staff Side of joint negotiating 
bodies’’. This body comprised about a thousand administrative officers 
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"wiio occupied vital directing positions and Inspectors of Haxes, As tdey 
occupied key positions, they could do as well by private deals with the 
administration as by open combat. In fact, this method relieved them 
of the necessity of too close associative contact with those who are offi¬ 
cially their subordinates. By way of further explanation of ^heir attitude. 
Dr. Gladden points out “The ideology of the Left represented the type of 
politics least likely to commend itself to them as a class. **** (They) 
were the managerial elements responsible for the actual working of the 
administration. They were the counterparts of the stratum in industry 
which stands between the workers and the employers and the failure of 
Whitleyism adequately to meet their particular needs was even accentuat¬ 
ed in the service where they more closely represented the employing 
interest in the shape of the Government which to them was necessarily 
a less antagonistic entity than the ordinary industrial employer to their 
counterparts outside. They knew themselves to be true servants of the 
community and had a less selfish view of their own personal interests. 
(See Dr. Gladden’s Civil Service Staff Eelatioriships, p. 40. See also 
p. 12.) It appears from para. 499 of the Tomlin Commission’s Eeport 
that the Treasury had recognised a body called the ‘Higher Grades Con¬ 
ference’ as representative of the higher grades throughout the Service, for 
the discussion of matters affecting the higher grades. 

206. It is admitted on all hands that between 1919 and 1921 the 
Civil Service National Council did useful and even “spectacular’’ work; 
but opinions have differed as to the extent of its success in subsequent 
years and the reason for its failure to achieve more (see paras. 490 and 
491 of the Tomlin Commission’s Eeport and Chapters II and III of Dr. 
Gladden’s book). However, even those who minimise the achievements 
of Whitleyism in England agree that these Councils have served to change 
the old “conservative aloofpess’’ of State officials by bringing them into 
close contact with their subordinates to an extent that would have been 
thought impossible before. A new spirit of friendliness has been brought 
about. In the frank discussion among officers and Committee members, 
there has been afi informal exchange of ideas and points of view that has 
rgreatly facilitated the settlement of difficulties and moderated the atti¬ 
tude of both sides. The Councils have firmly established in Government 
spheres the recognition of trade unionism and the appreciation of the value 
of collective bargaining. 

'207. 'The Secretary’s report (referred to in the opening paragraph) 
gives a detailed account of the constitution and functioning of the various 
bodies which have given practical effect to the Whitley Committee’s re¬ 
commendations in England. As we expect that the report of the Secre¬ 
tary will be considered by the Government along with this report, we 
have not thought it necessary to set out those details here. It remains 
to consider whether and how far similar methods and institutions can 
be tried in this country. 

208. It is difficult to say that even after the Second World War con¬ 
ditions bearing on the relations between the State and public servants 
in this country have approximated to what they were in England at the 
end of the First World War. It will be nearer the truth to say that in 
some respects they resemble the position in England before 1914 and in 
certain other respects they are even worse. As the report of the Eoyal 
Commission on Labour in India (1931) is in some measure responsible 
for such change as has come about in the previous official outlook in 
this country, it will be proper to make a reference to it at this stage. 
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Thd Commission was presided over by Mr. Whitley himself, the Chair¬ 
man of the Committee which produced the Whitley reports in England. 
This makes it the more remarkable^ that the Indian Keport mad® nh 
reference to the English Eeport or to th® Committees that had come 
into existence in England in pursuance of its recommendations, though 
the Indian Eeport was written more than twelve years after the English 
Eeport and reiers to efforts made in India to start “Works Committees” 
on the model and to introduce legislation on the lines of the 

British Industrial Courts Act. In Chapter X of the Indian Eeport, the 
Labour Commission had occasion to 'discuss at some length t^e nature 
of the machinery in existence in the Eailway Services and the new 
machinery to be* set up for the ventilartion of grievances and the settle¬ 
ment of disputes. Noting the emergence of Trade Unions among Eail< 
way,’workers after the cloke of First World War, they referred to the- 
local* committees that had been brought into existence on seme Eailways- 
during 1922—1924 for the prevention and settlement of disputes between 
the workmen and the Eailway administration. They were variously 
known as “Shop”, “Welfare” and “Staff” Committees. Coordination 
between these Committees was sought to be achieved by Joint Com¬ 
mittees for particular departments and by a Central Council for each 
Eailway. They observed that even at that time the Trade Unions be¬ 
littled and opposed the activity of these Committees, but they added 
that inspite of such opposition ‘Committees on some Eailways aire serv 
ing a useful purpose and are meeting with a measure of success’. Eefer¬ 
ring to the attitude of the Eailway Administrations to the TrajJe Unions, 
they said ‘Generally speaking there is ground for the complaint that at 
least some of the administrations expect a higher standard of efficiency,, 
responsibility and organisation frofn the trade unions thah can reason¬ 
ably be expeated at this stage in their development. ■»****We believo 
that a more generous policy in respect of recognition would be to the 
advantage of all concerned in railway> work’, (p. 100). They then pro¬ 
ceeded to* suggest a ‘Joint Standing machinery that as far as possible 
will incorporate methods already in existence’. Not much has been done 
in pursuance of these proposals. The evidence before us disclosed th® 
continuance of very much the same position and the same attitude as- 
existed at the time of the Labour Commission, i.e., that the local offi¬ 
cers and the Administrations supported the Staff Committees while the 
Trade Unions suspected them as creature.s of the Administration calcu¬ 
lated to undermine the strength of the Unions and hence opposed them. 

209. In another Chapter (XVII) dealing with Trade Unions, the 
Labour Commission noted that prior to 1914 “organisation (of labour)- 
scarcely extended beyond the better paid Eailway employees and some 
classes of Government servants”. When after the First World War, 
Trade Unionism began to take root and spread, the circumstances of the 
day tended to create ‘in the minds of many employers a hostile bias 
against the movement’ which, in turn ‘tended to obscure the justice of 
many of the demands made’. The Indian Trade Unions Act (1926) gave 
the Unions a recognised status, but the problems referred to by the- 
Commission on 'page 319 ’of the Eeport have onjy been aggravated by 
more recent developments. , The Unions have undoubtedly gained in 
strength but not perhaps in homogenity or in amicable relationship be¬ 
tween employers and employees. There is little difference in this res¬ 
pect between private industry and the public services (so far as service¬ 
men have formed Unions based on Trade Union model). 
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210. We were not much impressed with the argument that in the 
absence oi organised associations amongst employees, anything in the 
nature of the Whitley scheme could not be usefully introduced. It is 
in a sense true to say that the cultivation of the Whitley spirit is more 
important than the creation of the Whitley machinery. Mr. Seymour 
refutes the argument that the natural and proper growth of industrial 
organisation is from the bottom upwards (p. 101). It may be that the 
pre-existence of organised associations would facilitate the introduction 
and successful working of the Whitley machinery. But as one writer 
says, where such associations do not exist, they will have to be 
invented. As a matter of fact, however, associations, with different 
degrees of stability and internal cohesion, have latterly come into exist¬ 
ence among most grades of public servants in this country and the 
very opportunity and experience of working something like the Whitley 
scheme will help to advance the organisation. The machinery itself 
may be elastic so as to suit conditions of varying grades of public ser¬ 
vants and various groups among them. If the scheme works satisfac¬ 
torily among some groups, that example will itself help to spread it. 
Even if- the system does not wholly succeed, the mere existence of 
machinery through which the staff can ventilate its grievances must 
act as a brake on official arbitrariness as well as on impulsive action-on 
the part of the services. It will be nearer the truth to say that unless 
there is a definite desire on the part of both the administration and pub¬ 
lic servants to work such machinery to the best advantage, it cannot be 
effectually super-imposed from without. As observed by Dr. Gladden, 
the initiative in improving the outlook should come from the side of 
authority. It should be made generally known that the official side fully 
recognises the usefulness of the Whitley system. Today the official atti¬ 
tude in this country towards employees’. Unions can at best be described 
only as one of condescending tolerance. 

Practical experience as well as authoritative opinion seem to be 
agreed on the following points:— 

(a) In the adjustment of differences between the State and its 

employees, the best course will ])e to prevent such differ¬ 
ences developing into a dispute; 

(b) Even when a question has become the subject matter of a 

dispute^ it will be best to secure its settlement without 
resort to any external machinery, i.e,, by negotiation be¬ 
tween the two sides; 

fc) If and when it becomes necessary to seek outside help, it 
must rather be for purposes of mediation, and conciliation 
than for adjudication; and 

(d) If attempts at conciliation fail, adjudication must be sought 
by voluntary or a.greed submission rather than by compul¬ 
sory reference. 

Whatever machinery m;iv be devised, it must be able to function in a 
manner calculated to achieve the above ends. We wish to make it 
clear that in our opinion the first two of the above courses are more 
effective and beneficial than the next two and Government should do 
evervthing in their power to ensure their fullest use. Tn the words of 
the Labour Commission Eeport. the attempt to deal with unrest must 
begin with the creation of an atmosphere unfavourable to disputes and 
not merely with devising machinery for their settlement. It is searcely 
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aaecessary to point out that every one of the above steps—and each pre- 
^leding step more than the succeeding step—^requires the development 
of the maximum of understanding on each side of the other’s point of 
view. Aa Government is in a position of authority and advantage, _ it 
must recognise the importance of convincing its employees that the re^ 
presentations and grievances of the latter will receive due and imme¬ 
diate consideration from Government. We lay particular stress on this 
pohit because the evidence before .us disclosed absolute distrust, not to 
say despair, on the part of most grades of pubhe servants as to their 
ever receiving a fair response from Government to their representations. 
Every effort must be made to secure co-operation, consultation, discus¬ 
sion and negotiation between the' staff and the Government. This can 
be best achieved if some machinery is hept in constant operation through 
-frequent meetings. “If a Council only functions when there is a crisis, 
mutual goodwill may be found lacking and the disagreements of the 
crisis may overpower the efforts of the Council for reconciliation and 
-concord’’. (Seymour, p. 149). A status of harmony can result only 
from the constant association of representatives of both sides in an inter¬ 
change of views and suggestions so that discussions, even over contested 
matters, may result in friendly compromise. Both sides must meet on 
terms which enable free discussion to take place. The rank and file of 
the service should feel that questions affecting them are being looked 
after in an orderly way through discussion between their representatives 
and senior ofBcials; and even when the officials are not able to agree with 
the Staff representatives they would do well to explain the reasons why 
{See observations of Sir Horace Wilson in his foreword to Dr. Gladden’s 
.book). Discussing the success of Whitleyism in England, Dr. Gladden 
observes “It is difficult to overrate the pressing irtportance of goodwill 
on the part of those who opeupy the seats of power’’ (p. 85). “Its 
success or failure has depended upon the spirit in which it has been 
worked. Where the highest degree of co-operativeness has been forth¬ 
coming from both the staff and the official side, success has been certain. 
Where the higher officials have viewed the system as an encroachment 
upon their inherent prerogative and where the staff has confronted it in 
a selfish attitude of taking without giving failure has been inevitable”. 

211. Premising that there must he not only a change of attitude on 
the part of the administration but also convincing proof of such change, 
we proceed to deal with the question of machinery required to secure 
co-operation and harmony between the administration and the services. 
'The observations of Cole and Gladden (referred to in paras. 204-05 supra) 
as to the attitude of the “higher Civil Services’' in England are even 
more true of the gazetted services in this country. These “officers” are 
themselves in the position of employers (towards their subordinates) and 
Class I officers particularly can have little difficulty in meeting the heads 
of departments on terms more or less of equality and in having their 
views, representations or grievances properly and promptly attended to. 
The number of Class I officers is not large and corporate action by them 
or on their behalf can easily 'be secured without elaborate or formal 
organisation. Ifc may, therefore, be left to their discretion to organise 
themselves in whatever manner they find most convenient. The orga¬ 
nisation may for some purposes be regional and for other purposes de¬ 
partmental, while matters of common interest to the whole body may 
be attended to by an all-India body. Class IT officers are no doubt 
larger in number and their influence cannot be said to be as great as 
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that oi Class I Officers. Nevertheless, their outlook is akin to that o£ 
Class I -officers and they are both able and disciplined enough to look- 
after their interests in an enlightened manner, if only a fair opportunity 
is given to them. Literature bearing on Whitleyism may be made 
available to them and they may be invited to organise themselves as- 
they like and then approach the administration for the setting up. of. 
machinery on the Whitley hnes. 

212. The position of Class III services is more complex. Its inem- 
bers may be divided into two broad groups (1) those who by their edu-i- 
. cation, occupation and outlook will share the mentality of Class H 
which they may aspire to enter in due course, and (2) those who may 
feel that they have a harder battle to fight and find it necessary to rely 
On the strength of their number and organisation. The position of the- 
latter, even if they be not organised exactly on trade imion lines, is more- 
akin to that of Class IV employees. The former group may be deal^ 
with substantially on the same lines as Class II,, though by reason of 
their number and their geographical distribution their local councils or 
associations will be of greater importance and have a wider sphere of 
activity than central or national associations. 

213. It is the Class TV services (and those categories of Class III who*, 
as above indicated, are likely to follow their example) that constitute the 
more serious problem. The question of creating a proper atmosphere and 
of removing the inferiority complex they suffer from today requires the 
earnest and sympathetic attention of every administrator interested in the- 
efficiency and contentment of the service. Not all sections of them have 
formed unions and even when a particular category of service has a union of 
its own, not all the members of that service are members of the union. This 
ill-organised condition of the services has made the situation more compli¬ 
cated than it would be if the services were well organised or wholly un- 
organisedrt 

214. Some of the Union representatives who appeared before us made- 
certain suggestions calculated to improve the organisation and strength of 
the service unions. We do not deal with them at length because the posi¬ 
tion of unions is only indirectly relevant to the subject we have to deal with. 
We, however, think it right to point out that unless these suggestions 
receive the careful attention of the Administration, the prospect of avoiding 
disputes with these grades of the services or satisfactorily settling them 
when they arise cannot be bright. We do not minimise the importance of 
the other requisite condition, viz., the need of the services developing a 
higher sense of responsibility and a better appreciation of public interests as 
distinguished from sectional interests. But, as pointed out by the Labour 
Commission itself, "responsibility can only be developed by power and by 
experience” (p. 323). While we do not recommend that Government should- 
take any steps calculated to compel non-members to become members of 
Unions, we wish to make it clear that it is not necessary or prudent for the 
'Administration to discourage the growth of Unions in strength or organisa¬ 
tion. Once Trade Unions have come to stay, the experience of other 
counWes seems to show that notwithstanding the dangers and difficulties 
associated with certain stages in their developments, it is best for the 
employer to deal with well organised Unions of employers. Even when 
recognising the usefulness of ‘Works Committees’, the Labour Commission- 
emphasised that ‘Where there is a trade union, the employer should seek 
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its collaboration and co-opefation in the establishment and working of these- 
Committees which should not be regarded or used as rivals to its influence' 
(p. 342). The evidence of the Union leaders before us showed that they 
looked with disfavour on the Staff Committees for the very reason tbat the - 
officers supported these Committees. The unwillingness of Union leaders- 
to promote the formation of local Committees for fear that their own 
authority may be weakened by the decentralisation is not peculiar to thiS' 
country (See Seymour, p. 100). 

' 215. We have annexed to this report (as Appendix D) a note which- 
one of the members of the Commission (Mr. N. M. Joshi) Idndly prepared- 
for consideration by the Commission. We do not wish to be understood 
as concurring in all the suggestions made therein—^particularly in the ono' 
which would limit the membership of the Staff side of the Joint machinery 
to representatives of the Unions and in that which would allow the right or 
wrong of individual cases to be raised in the Joint Committee. But we- 
consider that moat of the suggestions in the Memorandum deserve considera¬ 
tion if the Government desire to place the relations between themselves, 
and their employees on a basis of friendly co-operation. While there is- 
muoh to be said in favour of the view that the chief ofBce bearers of service 
Unions should themselves be members of the services, it cannot be forgotten*- 
that the attitude or apprehended attitude of the Government is in some- 
measure responsible for the choice of outsiders. Those in service not un¬ 
naturally fear that their zealous participation in the work of the Union may 
bring them into disfavour with their superiors and jeopardise their prospects- 
in the service. The impression has also gained ground that the voice of 
outsiders with political or public influence will be more effective than the 
representations of servicemen. With the growth in the ’sphere of the 
imion’s activity, it will scarcely be possible for a man whose time during the- 
day is taken up with his duties as a public servant to be able to do justice 
to his duties as an active union official. If Government wish to encourage- 
management by servicemen, they must see (i) that the official work of 
public servants holding responsible office in the union and representating 
the union on the Staff side shall be so arranged as to ensure that they are- 
not called upon to carry too heavy a burden of official work (compare para¬ 
graph 504,of the Tomlin Commission’s report), and (ii) that any apprehen¬ 
sion that service as an officer of the union -will prejudice a person’s prospects- 
in the public service is removed (see Dr. Gladden, page 154). 

, 216. As regards persons to be elected by the unions to represent them- 
on Staff Committees or similar bodies, it was pointed out by the Tomlin 
Commission (para. 485) that it was not for the employer to prescribe the 
detailed constitution of the employees’ side. Government are, however, 
entitled to expect the staff to select the best and most representative candi¬ 
dates. All authorities agree that whatever success the Whitley system has- 
had in England was due to the moderation with which both sides set them¬ 
selves to work it and to the availability for the Staff side of the service of a 
number of outstanding personalities who were able and willing to accept the 
“thankless task of representation and offieership” (Gladden, pp. 70 and 152). 
While referring to the advantages of the expansion of unionism and the- 
growth of professionalism in the management of unions. Dr. Gladden also- 
takes note of the dangers involved. He concludes that to -withstand these- 
dangers “the Civil Ser-vice democracy should be an instructed one”. This: 
is the apprehension which led some witnesses before us to expre>SR doubts a? - 
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to whether Labour Unions in this country are today sufficiently experienced 
and responsible to take detached and coherent decisions (see the observations 
of the Labour Commission on pp. 321-322 of their lieport. 

217. The linking of the Indian Trade Union movement with trade 
unionism in the West has, no doubt, helped to give strength to the move¬ 
ment; but it has also introduced into this country the militant and revolu¬ 
tionary attitude of a certain section of the movement in the West, the atti¬ 
tude of those ‘class-conscious militants’ who regard Trade Unionism as an 
instrument of the class struggle to be used for advancing the social revolu¬ 
tion (see Cole, pp. 535-5381. The relationship between unions of public 
servants and outside unions raises difficult questions of policy which must 
be decided by Government in accordance with its general policy in regard 
to the Trade Union move 2 nent. The reconciliation between the obligations 
imposed on public servants bv the Government Servants’ Conduct Eules 
and the loyalty which Trade Unions demand of their members is not easy 
whenever a conflict arises between the State and a service union 
or between the State and a Trade Union with which service 
unions have affiliations. As more and more industries become State- 
owned or enter the category of 'public utilities’, the organisation of workers 
will more and more tend to assume an anti-State basis. The problem will 
tend to become one of conflicting claims as workers’ organisations make a 
bid for an increasing part in the making and shaping of industrial society. 
Trade Unionists naturally think that the line that should increasingly be 
taken by the State is to ‘provide more adequate machinery for bringing 
Trade Unions into the Councils of industry and the State’. On the other 
hand, we have been asked by officials to recommend that strikes by public 
servants should be declared illegal. Those topics raise questions of policy 
into which we do not feel called upon to enter. We share the view that 
the provision of ample opportunities for expression of opinion and ventila¬ 
tion of grievances by constitutional methods and on democratic lines is far 
more likely to avoid violent conflicts than are the methods of State absolu¬ 
tism. (For some instructive observations on the expediency or otherwise of 
resorting to legislation to penalise strikes, see Mannheim’s Criminal Justice 
and Social Eeconstruction, pp. 174—184. See also the article on ‘Strikes’ 
in the Encyclopaedia of Social Sciences). The following observation of 
Mannheim states a well-recognised principle of legislative policy—“Once 
strong laws are enacted, failure or hesitation to enforce them will only 
result in undermining the authority of law and bringing it into disrepute’’. 
It is too much to expect any system to bring about complete industrial 
peace, but it is well worth while faking every step that will at least help 'to 
turn unions of employees from ‘militant’ into ‘litigious’ organisations. 

218. Joint negotiations, mediation, conciliation and arbitration may 
successively be attempted in the course of a dispute. All except the first 
ffivolve the intervention or invocation of outside help. In the first three, the 
agreement of the parties themselves must put an end to the dispute and no 
question of ‘compulsion’ ■will ordinarily therefore, arise so far as the result 
is concerned. The conciliators’ role is of course more active than that of 
the mediator. In certain countries, an element of ‘compulsion’ is associated 
even with the process of ‘conediation’ in that not only is the machinery 
prescribed bv authority but that the parties are compelled to give a chance 
for that machinery to attempt to brin.g about a settlement. Arbitration may 
be ‘vobmtnrv’, or compulsory so far ns the reference is concerned; the deci- 
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■sion will of course be not that of the parties (on advice) but that of the 
Arbitrating authority. After the decision has been given, the question will 
still remain whether it is to be left to the good sense of the parties to accept 
the decision or they should be compelled to accept it. On both these points, 
English opinion and'English practice have been against ‘compulsion’. 

219. As the Central Legislature has recently passed the Industrial 
Disputes Act, 1947, we prefer not to restart discussion of the questions 
-settled by that Act for the time being. 'We would await experience of the 
working of the Act. That legislation has brought within its scope many 
classes of Government employees, especially .services like the liailways. 
Posts and Telegraphs, etc., which (as explained in para. 208 supra] have 
formed associations modelled on Trade Unions. We do not, therefore, make 
any suggestions about creating Arbitration or Adjudication machinery for 
the settlement of disputes between Government and these Motions of the 
services. As regards Glass II services and those sections of class III services 
which we have referred to in para. 212 supra as similar to Class II, we 
would suggest a resort to ad hoc tribunals similar to the Civil (service Arbi¬ 
tration Board in England. The Board may well be limited to three persons, 
one a nominee of the Government side, one a nominee of the Staff side (not 
necessarily a Civil servant) and the third a member of the Industrial Tribunal 
(under Act XIV of 1947) who will be the Chairman of the Board. We 
would prefer the submission to. be voluntary and the acceptance of the 
award also to be voluntary unless experience drives home* the necessity for 
the use of compulsion. To avoid misunderstandings, care must be taken to 
define precisely the class of oases that can be taken before the Arbitration 
Board: in England, it is limited to questions of emoluments, leave and 
hours of work. There are certain matters, especially questions of discipli¬ 
nary action, policy like jetrenehment, etc., in respect of which the State 
■cannot divest itself of its authority or responsibility. Differences over such 
questions can be settled only by negotiations or mediation. 

' 220. There is good reason for following the English practice of excluding 
the high officers of State, e.g., either Class I officers or all oiiicers drawing 
more than Es. 800 per mensem from resort even to arbitration on the above 
lines. Their position and responsibility demand from them a loyalty which 
will preclude their insistence on personal interests. Their position also 
makes it reasonably certain that a situation seriously prejudicing or 
jeopardising their legitimate interests is scarcely likely to arise. Such a 
situation, even if it arises, must, with goodwill on both sides, be capable of 
friendly solution. 


L,—LABOUK 

221. It was not without hesitation that the question relating to the 
remuneration of industrial workers and daily-rated employees of Gov¬ 
ernment was included in the reference to this Commission. While re¬ 
cognising that it was not possible for the Commission to go into details, 
it was assumed that it would be possible for the Commission to make 
general recommendations as to the basic principles on which the remu¬ 
neration of industrial employees should be' fixed. The Secretary of the 
Labour Department, in the course of his evidence before us, stated that 
what was sought was sufficient material to help Government in dealing 
yvith cases of large bodies of industrial workers in their employment so 
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as to settle their terms without referring every case to an elaborate 
machinery of adjudication. He instanced the question of differentiation, 
between unskilled, semi-skilled and skilled labour in the matter of remu¬ 
neration and wished to have a rough idea as to the basis on which tliis 
could be done with reference to categories. As it stands, the question 
asks the Commission to advise on the principles on which the remunera¬ 
tion of industrial workers dnd daily-rated employees of Government 
should be based. The points involved were more fully brought out under 
several sub-heads in question ,22 of our Questionnaire. Question 23 
sought to ascertain opinion on the desirability and propriety of differ¬ 
entiating between employees of industrial or commercial departments of 
Government and employees of non-industrial or non-commercial sides in 
the matter of fixing remuneration. 

222. The discussion mdst start with the determination of the basic 
wage payable to imskilled labour. Paras. 43 to 51 supra have dealt with 
this question at length. Whatever may be the market-value of such 
labour, we have there come to the conclusion that a minimum wage 
standard should be adopted by the State and that a scale of Es. 30—35 
would be the appropriate basic remuneration for unskilled labour, on the 
basis of a cost of hving index of 165—175 (see also para. 67). Taking: 
this as the datum line, it will be convenient to classify the higher grades 
into (i) semi-skilled, (ii) skilled and (iii) highly skilled. To each class 
may be attached a small number of posts classified as ‘supervisory’. 
We have been pressed by some representatives to ignore the category 
of ‘semi-skilled’; it has been urged that this category is frequently mis¬ 
used to lower the wages of certain classes of workers by classifying them 
as ‘semi-skilled’ when, in fact, they should have been classified and 
remunerated as ‘skilled’. We cannot accede to this contention. The- 
possible misuse of the category will not justify the ignoring of the cate¬ 
gory. Many a worker may have to pass through it before he can claim 
to have reached the category of ‘skilled’, though it may not be easy to 
say when exactly he crosses the dividing line. 

223. Another complaint strongly pressed before us by workers* repre¬ 
sentatives was the absence of uniformity of classification between one 
workshop and' another, a workman classified as skilled iq one place being 
classified as semi-skilled in another place. The complaint seemed to ue 
to be based, at least in part, on a wrong theory as to the basis of classifi¬ 
cation. ^Different bases or tests have been suggested for the purpose of 
riassification of workers into semi-skilled, skilled, &c. It has been 
suggested that persons of whom only physical or manual labour, not re¬ 
quiring any intelligence, traininrr or experience, is expected, inav be 
classified as unskilled labour. There is perhaps not much difficulty abouli 
this group and we do not, therefore, pause to define it more precisely. 

224. In defining the category of skilled labour, we found more diver¬ 
gence of views. It was generally agreed that any person working on, or 
with the aid of, a machine should not be classified as unskilled labour. 
Over and above this, some were disposed to add that skilled labour in¬ 
volved not merely practical skill but also some theoretical knowledge. 
Others were disposed to lay more’ stress upon the preliminary training, 
either in the nature of apprenticeship or in the nature of training in "a 
school. Fewer people were ready to recognise that even experience 
gained by the mere process of working at a job for a number of years- 
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would justify a person being classified as skilled. Some insisted tliat 
there should be some kind of certificate from a recognised technical 
institute. A few suggested that the skilled worker must have gon& 
through a deliberate process of specialised training. Some even added 
a qualification of literacy. It seems to us that each of these suggestions 
has an element of truth but none of them can be regarded as exclusive 
or complete. We are inclined to think that the basis of differentiation 
must vary from industry to industry. In some, theoretical training may 
be more, essential; in the rest, apprenticeship or practical experience 
may be more essential. The classification must, in the last resort, be 
based upon trade tests. The semi-skilled was generally recognised to 
be a person who had risen from the ranks of unskilled labour, after he 
had improved by experience. Some workers’ repfesentatives suggested 
that particular occupations must be classed as semi-skilled and other' 
occupations classified as skilled. We do not think that this will be> a 
safe method of demarcation. In one and the same line of work, there 
may be different degrees of skilled. It is on this confusion that the 
workers complained that an occupation classified as skilled in one locality 
or workshop was classified as semi-skilled in another workshop or locality. 
The assignment of a particular worker to one category or another must 
largely be a matter of opinion based on standards recognised in industry. 
It seems to us that it will be convenient if each important industrial 
establishment will constitute a Board, say of three of its officers, to deter¬ 
mine the class in which every worker in that establishment is to be 
based. The classification will of course be reviewed from time to time. 
In a matter of this kind, no differentiation can be made between the 
industrial employees of Government and those employed in private 
industry. The differentiation between the skilled and the highly skilled 
is again a matter of degree, depending to a certain extent also upon 
experience and purposeful training. The extent to which a man can be 
trusted to work by himself or required direction or guidance is also a 
material ingredient. 

225. As regards the remuneration of labour, here again we must start 
from the unskilled labourer. While we recognise generally that the emolu¬ 
ments of industrial employees of Government should not be very much out 
of step with the emoluments of similar workers in private industry, we must 
postulate that as already stated imskilled labour employed by Government 
should be paid the minimum wage that we have recommended, whether or 
not the principle of minimum wage is accepted in private industry and what¬ 
ever the amount of wage accepted in industry may be. In paragraph 56 
supra, we have discussed the question of the necessity or desirability of 
having a time-scale for unskilled labour. As semi-skilled and skilled labour 
will command more than the minimum wage we have recommended, there 
is not much justification for suggesting that the remuneration of these cate¬ 
gories should be markedly higher in Government service than in private 
industry. Different proportions have been suggested as rough standards for 
differentiating between the emoluments of workers of different grades. Some 
have suggested that semi-skilled workers must have a remuneration 20 to 50 
per cent, above that of unskilled workers and that skilled workers should be 
paid twice to thrice the remuneration of the unskilled worker. We are not 
persuaded that it wiU be possible or desirable to adopt any such fixed pro¬ 
portion. At the other extreme, the suggestion has been made that wages 
should be fixed by a process of scientific job analysis. This is more easily 
said than done. Where skill has to be acquired by education or .apprentice- 
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ship, the time and money spent for the pirrpose must of course be taken inta- 
account in fixing the remuneration. The question of remuneration must, in- 
the last resort, be largely determined upon the market-value of the particular 
class of labour as determined by trade standards. There is a large volume 
of opinion in support of a system of paying efficiency bonus according to the 
outturn of each worker, in addition to the standard wage of his category. As 
is well known. Trade Unions are not in favour of such differentiation; but 
there is much to justify it. Some Railway Managers have referred to para¬ 
graph 620 of the State Railway Mechanical Code, in support of this view and- 
have recommended that this system may be extended to all production jobs.* 

226. Another suggestion made by certain workers’ representatives is that 
it will be best to leave the question of wage fixation to Wage Boards, either 
Central or Regional, voluntary if possible, or statutory if necessary. There 
is much to be said in favour of this view which is supported by the practice 
in Englalid (see Section VIII of the Industrial Relations Handbook, publish¬ 
ed by the Ministry of Labour—1946 reprint). The days when wages can be 
unilaterally fixed even by the most liberal-minded employer are fast passing 
by. It is now more freely and more widely recognised that the State’s role 
as employer of labour should not be obscured by the introduction of its 
authority as sovereign and if, as employer, the State differs from a private 
employer, it is not by reason of its enjoying greater privileges but only by 
reason of its being subject to greater moral responsibility. Speaking of the 
public service generally, Dr. Gladden remarks ‘fairness demands not merely 
that the services should be properly remunerated for their work but also 
that they shall have a say in determining the conditions under which they 
work’. The spirit of nearly all international conventions requires that wages- 
should be fixed at least in consultation with labour representatives, if not by 
agreement between labour and the employer and they should have a place- 
on Wage Boards, whether voluntary or statutory. Further, most of these 
conventions treat public industry and private industry as standing on the 
same footing. If wages have to be fixed by a regional Board, it may not 
always be possible to give full effect to the principle of all-India uniformity. 
It is much more necessary and important to have uniformity between private 
industry and Government industry in each region. It will probably be found' 
convenient to have several grades with short time-scales, so as to meet the- 
needs of various industries and provide for various degrees of skill, while 
also providing for some measure of increments demanded by the employee’s- 
growing responsibilities on the one hand and justified by his growing 
experience on the other. 

227. The fdaily-rated system has come in for a great deal of criticism. In 
its crude form, it certainly involves inferiority of status, an element of un¬ 
certainty and absence of leave, etc., privileges. The Royal Commission on 
Labour recommended that, as far as possible, it should be replaced by 
monthly-rated labour. We have been assured by the Railway Managers 
that this recommendation has been given effect to a large extent and that 
the daily-rated system, even to the extent to which it continues to •exist, 
obtains only in the workshops. In other departments, e.g., the Presses, the- 
P. W. D., Ordnance factories, etc., it seems to subsist in varying degrees. 
The continuance of the system has been attributed by the workers’ represen- 

* Mr. Jofchi is, however, opposeil to the efficiency bonus system. 

t Mr. Joshi desires that except where it is genuinely casual labour, the daily 
rated system should be wholly abolished. 
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tatives to the desire of the Administration to deny to such workers the benefitr 
of holidays with pay, leave, etc., and to deprive them of the established^ 
safeguards against arbitrary removal or dismissal. It has been our generali 
recommendation that the daily-rated system, whether in the Eailways'of in- ' 
any other department under the Government, should be reduced to a 
minimum. Much of the criticism against it will be obviated if daily-rated ^ 
workers are paid at a rate which will give them at least the same monthly 
income as monthly-rated employees, though they worked few; days less. 
This will practically, secure to them the benefit of holidays with pay. The 
piece-work system has also been opposed by labour; but, imder proper 
safeguards as to hoxu^ of work and rates of pay, the system is not without 
its advantages, especially to the more skilful worker. Opinion is accordingly 
divided upon the utility of the system. We have dealt with this question in 
the Section relating to Eailways (para. 34). To complete the picture of our 
recommendations relating to the classification and remuneration of labour, 
we may draw attention to our observations on ‘contract labour’ in the 
Sections relating to ‘Eailways’ (last paragraph), the Central P. W. D. (para¬ 
graph 23). (For information a^ to various systems of wage payment, refer¬ 
ence may b6 made to Section X of the Industrial Eelations Handbook,, 
published by the Ministry of Labour in England.) 
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.A.—HEADQUAETEES OFFICES OF THE GOVEENMENT OF INDIA 

1. The Headquarters Offices of the Government of India are at present 
•divided into three categories:— 

(a) the Secretariat; (b) Attached Offices and (o) Subordinate Offices. 
The first category scarcely requires any explanation. It is the administra¬ 
tive machinery of each of the Departments of the Government of India 
■whose head is the Secretary. The Secretariat is the instrument for 
formulating and shaping Government’s policy. Under a demoeratio 
-system the governmental organisation has, at the top, three distinct 
•components— 

(1) The Member or Minister whose function is to decide policy and 

who is responsible to the Legislature; 

(2) A Secretary who is the administrative head of the organisation 

which provides the materials on which to reach policy deci¬ 
sions; and 

(3) The Executive Head who is at the head of the machinery which' 

is entrusted with the task of carrying the decisions into effect. 

2. The superior staff of the Secretariat Department generally consists 
■of (i) the Secretary; (ii) the Additional or Joint Secretary; (iii) the Deputy 
Secretary; (iv) the Under Secretary and (v) the Assistant Secretary. The 
function of the Secretary has been stated above. The Additional or Joint 
Secretary (where the post exists) in large Departments is expected to func¬ 
tion as the Secretary in relation to the subjects allotted to him by the 
Secretary of the Department. A Deputy Secretary should be what his 
designation implies, namely, an officer who acts on behalf of the Secretary 
and is generally in charge of a Division or group of sections to which parti¬ 
cular headings of work have been allotted. The Under Secretary and 
Assistant Secretary are officers in charge of branches or sections. 

3. The Wheeler Committee described the present Secretai;iat organisa¬ 
tion in India as “a transitory cadre of a few superior officers controlling a 
permanent but less qualified office”. From time to time enquiries have 
'been undertaken with a view to improving the efficiency of this administra¬ 
tive machinery. The Wheeler Committee, 1936, was the first to be charg¬ 
ed with the duty of enquiring into the system under which officers are at 
present obtained for superior posts in the Government of India Secretariat 
as the problem by then had become acute with the extension of provincial 
autonomy. Their main finding was that the practice of staffing the Govern¬ 
ment of India Secretariat by officers drawn from the Provinces was sound 
but they, agreed that in the specialist departments, namely, the Finance 
and Commerce, an expert cadre was required and should be built up—the 
two departments being regarded for this purpose on a common footing. 
This was the genesis of the present “pool” cadre for these two departments. 
The Maxwell Committee (1936-37) also enquired into the efficiency of this 
system and suggested improvements which have been generally 
adopted. It is understood that a permanent reorganisation of the 
Secretariat Department with a -view to improving the officer cadre by form¬ 
ing a Central Cml Service was also considered by Sir Eichard Tottenham 
in 1945-46. 
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4. As regards the office, ^e. questions of scales of pay and qualifications 
for recruitment were the subject of a report by Sir James Meston in 1906 

S ee Part I, paragraph 13 eupra). Recommendations calculated to msike 
e Secretariat system more efficient and expeditious (by an improved 
system of recruitment and organisation) were made a decade later by the 
Llewellyn Smith Committee (1918). Later attempts to improve the 
Secretariat procedure and machinery followed the main lines indicated. by 
the Llewellyn Smith Committee. Till recently, .the typical Secretariat 
Office consisted ■ of—(i) Superintendents who are responsible for the work 
and general efficiency of the whole section; (ii) Assistants—let Division—^ 
who deal with cases; (iii) Clerks—Second Division—^who deal with less im¬ 
portant cases (a category since abolished in Secretariat offices proper); and 
(iv) Clerks—Third Division—^who are intended mainly' for routine work 
including typing. 

5. The second category of ITeadquarters offices, namely, Attached 
Offices, has grown gradually to a large number vide list below; — 

1. Federal Public Service Commission., 

2. Director-General, Indiari Medical Service. 

3. Controller of Printing, 

4. Director-General of Civil Aviation; 

5. Director-General, All-India Radio. 

6. Financial Adviser, Delhi Province. 

7.^ Chief Controller of Imports. 

8. Chief Controller of Exports. 

9. Director-General, Industries and Supplies. 

10, Imperial Council of Agricultural Research. 

11. Director-General of Arohseology. 

12. Agricultural Marketing A<JFi8er. 

13r Director-General of Disposals. 

14. Superintendent of Insurance. 

15. Chief Engineer, Central Public Works Department. 

16. Estate Officer, Central Public Works Department. 

17. Waterways and Irrigation Commission. 

18. Economic Adviser to the Government of India. 

19. Chief'Adviser, Factories. 

20. Military Adviser-in-Chief, Indian State Forces. 

21. Press Information Bureau. 

22. Director of Inspection, Income-tax. 

23. Inspectorate of Customs and Central Excise. 

24. Directorate. of Seamen’s Welfare. 

25. Directorate of Resettlement and Training. 

26. National Savings Bureau. 

27/ Director-General of Posts and Telegraphs. 

28. Directorate of Industrial Statistics. 

29. Director, Intelligence Bureau. 

30. Chief Labour Commissioner, 

31. Electrical Commissioner with the Government of India. 
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Manv of these offices are self-contained organisations working under the 
immediate control of a Secretariat Department—their functions being maiulj 
advisory, while others are purely executive branches under heads of depart¬ 
ments. The development of these Attached Offices was apparently the 
result of a confusion of two distinct functions—the laying down of policy 
and the day to day implementation of that policy. The latter is normally 
the function of an executive head, who while he may also function as an 
expert adviser on matters dealt with by the Secretariat, can only dubiously 
be regarded as concerned with the enunciation of policy. The distinctioir 
between the Secretariat and Attached Offices seems to -be connected with 
status. Originally some of the Attached Offices moved wdth the move of 
the Government between Calcutta or Delhi and Simla. Some offices started 
as .branches of the Secretariat. In some Attached Offices, for greater 
expedition in disposal of business, the practice grew up of passing the office 
files themselves to the Secretariat Departments of Government for obtaining 
Government’s sanction to proposals. In some of those offices the adminis¬ 
trative head was invested with ex officio Secretariat status. It is also 
claimed that by and large the work in an Attached Office is of a more, 
intricate or specialised kind and approximates more to the type of work done 
in the Secretariat than to the business of what are called Subordinate 
Offices. The Central Board of Revenue and the Railway Board are.j!irtujilly 
Secretariat departments, though each has branches which bear the charactef' 
of Subordinate Offices. Defence Headquarters .appeurs to stand in a category 
by itself in not being designated as an Attached Office and at the same time 
not being regarded as part of the War Department Secretariat. 

0. The Subordinate Offices at the headquarters of Government are of 
three kinds—(i) offices of heads of departments, e.g., the Auditor-General 
and the Military Accountant-General, working directly under the several 
Departments of the Government of India; (ii) offices of other heads of 
departments; (iii) offices of the local administration. We shall be dealing 
with these categories in a later section. Our main object in mentioning 
these offices here is to focus atfeidion on the fact that lower scales of pay 
obtain in these offices than in the Attached Offices, though in point of im¬ 
portance and intricacy of work there is not much justification for classing the 
office of the Chief Engineer, C. P. W. D. or of the Controller of Printing 
as an Attached Office, when the Auditor-General’s office is not so classified. 

Civil Secbetariat. 


7. The following table ind’cates the rates of pay admissible to different 
categories of employees below the rank of Under Secretaries in Secretariat 
Departments:— 


Catcg.rioa 


Old Scale 


Now Scale. 


A«Ri- tart SecrrtarV (Claes I Srrv'ceJ. 
Stipor'rtpndents (Class II Service) 
Aasi .tants (Class II „ ) 

Stono^r vphers (Class .II „ ) 

Clork-—II Division (No fresh 
ro'Tuitmert' 

Clerks—III Divis'oa 


Rs, 

l.noO—.50—I,2.'i0 
610 —;o—am 
200—15 600 


Ra. 

y.SO—2.5—900 
6110 —£ 0—600 
MO—10—310— 
15—400 


175—I"!-37."— 125—,5—180— 

15- < 50 — 26-500 10— 300 


100—8—3(:o 

00- 4—170 


80—4—120— 

5 - 2( 0 

60—3— 105—4— 
125—4—146— 
6—170 
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Tlie Imperial Secretariat Association who gave evidence before us asked 
that the scale for Assistants be increased to Rs. 250—20—550 with an-upper 
time scale at Rs. 400—25—550 and a scale of Rs. 100—5—300 be provided 
for III Division Clerks. They also pressed for the restoration of the pre- 
1931 pay scales for Superintendents and Assistant Secretaries. They 
demanded in addition relief in the nature of dearness allowance for all staff 
drawing pay up to Rs. 1,000. They argued" that these rates of pay would 
just constitute a living wage for these categories of employees so as to 
enable them to maintain a standard compatible with their standing as Gov¬ 
ernment servants. It was conceded by the majority of witnesses that the 
rates of pay drawn before the 'War were reasonable and adequate on the 
price levels then prevailing, wdiile some maintained that the post-1931 scales 
were throughout inadequate. It appears to us that as far as the Secretariat 
staff, who are the.highest paid categories of ministerial employees, are 
concerned, tjieir grievance is mainly psychological, arising out of the dif¬ 
ferentiation between old and new entrants who do the same work but are 
allowed different rates of pay. The majority of witnesses had no clear idea 
of the cost of living index to which the scales proposed by them should be 
related while those who attempted to relate pay to the cost of living index 
assumed that pirices would stabilise at levels ranging between 175 and 250. 
Most witnesses agreed that the 1920-21 rates of pay were fair for the higher 
paid categories and as these scales were fixed when the index stood at about 
175 (with 1914 as the basic year) we consider that something like the 
restoration of these scales will be a fair solution so far as the Secretariat 
employees are concerned except for those in the lowest paid class. (The 
1914 and 1039 price levels were nearly the same). So long as the price 
level continues to be substantially higher than 175, dearness allowance at 
suitable rates as intimated earlier in the report will have to be continued. 

8. The Secretariat staff have claimed special rates of pay mainly on the 
strength of the Opinion cxpres.sed by the Meston Committee and accepted 
unreservedly ever since; they said “We wish to make it quite clear, how¬ 
ever. that in our opinion the Imperial Secretariat requires in its clerical staff 
a higher degree of intelligence, a brdader outlook and a more discriminating 
critical faculty than are expected in the offices of any Provincial Govern¬ 
ment’’ (page 9). The view Jias often been expressed that the rates of pay 
of the Imperial Secretariat Service are noticeably generous as judged by 
standards in the Provincial Seci'etariat not to mention other Government 
offices. In support of the claim for, an increase in the rate of pay, the 
Secretariat Association, however, stated that the office w’orkers in com¬ 
mercial firms like Tatas, Birlas, Dalmias, Delhi Cloth Mills, etc., drew 
higher salaries than the clerical staff in the Secretariat. This claim was 
not substantiated by any figures for comparable categories and as far as 
we know it is incorrect. In tendering evidence before us, the Association 
also made a claim that .Assistants in the Secretariat correspond to Assistant 
Principals in the United Kingdom, and as such the scale of remuneration 
they proposed was justified. On the other hand, we received protests from 
every other category of ministerial employees, particularly the Upper 
Division Clerks (wlio are graduates) of the Audit and Income-tax Depart¬ 
ments that their rates of ])ay had been pitched too low although .they did 
the same type of work and possessed the same qualifications as employees 
.in the Secretariat, The same complaint was voiced in respect of supervisory 
posts in Subordinate and Attached Offices via-a-vis posts of Superintendents 
in the Secretariat. Even some of the senior officers whom we examined 
were inclined to think that Superintendents of the larger sections in 
Attached Offices or Subordinate Departmental Offices shouldered responsi- 
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bilities equal to those of the average Superintendent in the Secretariat 
and although an Assistant in the Secretariat undoubtedly did work of a higher 
type than was common in ordinary departmental offices, the difference 
in pay was out of proportion to the difference in work ,and responsibility. 

9. We consider that the work of the Secretariat Assistant as in the 
present system, does not warrant a radical change in the basis of his emolu¬ 
ments. If a comparison is to be made with the U. K. administration, his 
place would correspond to that of the entrant to the clerical service and not 
to that of the civil servant recruited to the administrative service. While 
he is required to note on cases, put up precedents and present an intelligent 
appreciation of facts for the orders of a superior officer, neither an Assistant 
nor even a Superintendent under the present organisation and procedure 
of the Secretariat is authorised to give a decision or pass orders on behalf 
of the Government nor in fact does he do so. Higher pay for this service 
than what we are recommending will not only be out of keeping with the 
scales for ministerial posts in departmental offices but will also not fit in 
with the rates which we propose for executive, technical and administrative 
posts whether in Glass II or Class I services. At the same time we recognise 
that recruits to the Secretariat have to be drawn from a wide field and that 
it is necessary to build up in the Secretariat a permanent staff of such 
quality that it may in due course contribute a substantial proportion of 
qualified candidates for the grade of Secretariat officers. We consider that 
in the case of Assistants there should be two grades rather than a single one 
with an efficiency bar. The bar as it operates ordinarily is seldom sufficient 
to stop a less competent Assistant from further promotion. We recom¬ 
mend that the Assistants should be in two grades—■the lower grade on 
Es. 160—10—330; the higher grade on Es. 2.50—10—300—15—450. Pro¬ 
motion from the Jo%ver to the upper grade, which may be a reasonable 
proportion of the cadre, should be strictly by selection. In view of the 
maximum scale of Assistants being Es. 450, we recommend that the scale 
for Superintendents should be Es. 530—30—710. The arrangement of the 
ministerial staff of the Secretariat is co-ordinated to the existing system of 
recruiting officers, viz .:—the tenure system. If that is radically changed^ 
a reorganisation of the ministerial staff also may become necessary. 

10. As regards the pay of Assistant Secretaries, we think that in view 
of the demand for scaling down the top salaries, the restoration of the old 
scale Es. 1,000—50—1,250 will not be justified. We consider that 
Es. 800—40—1,000 which approximates to the top reaches of the senior 
scale of Class I Service will be adequate for remunerating the responsibilities 
of a post of this character. The Secretariat Association have suggested 
the redesignation of all Assistant Secretaries’ posts as Under Secretaries’ 
posts since the work done by the officers is of the same character. As the 
Under Secretary is recruited in a different manner and his pay is deter¬ 
mined on different lines, it does not seem practicable to give effect to this 
suggestion. 

On the further claims of the Secretariat Association that members of the 
Secretariat staff should have the right of promotion to posts of Deputy 
Secretary as a normal prospect of service, and there should be no bar to 
appointment to other higher posts, we do not propose to comment as the 
matter of staffing the superior posts in the Secretariat will have to be 
considered only as part of the problem of reorganisation of the Secretariat. 

11. As far as the Secretariat is concerned, if the present cadre of 
Assistants is continued, one cadre of routine clerks will be sufficient. If 
on a reorganisation of the superior cadre, the present Assistants’ cadre 
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becomes unnecessary, it may have to be replaced by a cadre of Upper 
Division Clerks to which graduates should be recruited. The routine work 
•of receipt, despatch, typing, etc., should continue to be done by lower 
•division clerks. We consider a start of Es. 90 would be too high for the 
minimum qualification needed for the Lower Division Clerks which is only 
a matriculation. The work too is of a nature which does not allow of 
sufficient difierentiation in duties and responsibilities from one office to 
another; and we have been pressed with the criticism that has been made 
about the existence of such discrimination as between routine clerical grades 
in Subordinate, Attached and Secretariat Offices. Further, in the case of 
the routine clerical grade, it does not appear to us to be necessary to 
■extend the. field of recruitment normally outside the limits of adjacent 
Provinces or pitch the pay scales high merely to attract entrants from 
•diSerent Provinces. As explained in paragraph 18 in/ra, we propose that 
the lower clerical grade in the Secretariat should carry a pay of Es. 68— 
4 —120/E.B.—5—170. One member is of the view that this scale should 
be applied only to personnel recruited through the F. P. S. C. examinations 
and for others not so recruited the scale should be Es. 60—4—100—5—160. 
Mr. Joshi and Sardar Mangal Singh propose that the routine grade clerk 
should have a scale of Es. 70—5—120—6—180 in the Secretariat and 
attached offices located in New Delhi and that the scale of the routine 
grade clerk in the attached offices located elsewhere, should be 
Es. 65—6—120—6—180.' 

12. The Stenographers’ Association have protested against the existing 
distinction between the old scales of pay in the Secretariat and the old 
scales in the Attached Offices—a distinction which has been abolished in 
the new scales—and they consider the revised scales inadequate as a living 
wage and insufficient for persons who having acquired a specialised skill 
have chosen stenography as a career. They have asked for a scale of 
Es. 200 to 500 and an upper time scale of Es. 375—25—600 comprising 25 
per cent, of the cadre, so' as to remunerate equally all efficient steno¬ 
graphers at headquarters. Eegarding this higher scale as suitable for 
Personal Assistants to high offices, the Association suggested the abolition 
•of the existing scale of allowances to such Personal Assistants. They also 
insisted that as stenographers now possess qualifications comparable to those 
of Assistants they should be allowed equal chances of promotion to 
posts of Superintendents or to other executive or supervisory posts. One 
of the reasons adduced for claiming this opening for promotion was that 
most stenographers found it difficult to keep up their speed and efficiency 
towards the end of their service to the same extent as in their earlier years 
and they are less able to stand up to the stfain of intensive touring. An 
alternative career was, therefore, 'asked for. 

We questioned a number of senior officers on the possibility of provi- 
■ding ministerial duties interchangeable with duties of stenographers so as 
to allow such qn alternative career. Most heads of departments declared 
themselves opposed to such a course as they considered that it would 
neither tend to keep the stenographers more efficient nor maintain the 
■efficiency in branches where ministerial employees have to possess a certain 
•degree of specialised knowledge. As far as the Secretariat Departments 
are concerned, we would, subject to recruitment being made with the 
•same minimum educational qualifications, favour the grant to steno¬ 
graphers of the same scales of pay as for Assistants, the upper grade being 
■sufficient to give them better prospects. As we have also provided for a 
senior scale and increased their pay sca’e we do not consider there should 
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be any further special pay for Personal Assistants. Another suggestion 
whicu has been made the Stenographers Association and which has 
also been pressed by certain departments, e.g., \Var Pepartment is that a 
prohciency adowaiice of its. 5U p.m. stiould be granted to stenographers 
who pass a test of 150 words per minute in shorthand. We understand 
such an allowance was given during the period of the war when there was 
great difficulty in recruiting stenographers on the new scales of pay. 
yince we are proposing higher rates of pay for headquarters stenographers 
genera ly and we are of the view that in the normal work for which steno- 
graphei's are used, dictation speeds ,of over 120 to 150 are in practice 
seldom likely to be required, the grant of additional allowance for main¬ 
taining such speed is unnecessary. The normal opening for persons with 
high speed is in the line of reporters for whom a higher pay is already 
allowed. We expect that if they possess the requisite qua’ifications, 
stenographers in Government service will be given a fair chance when 
selecting reporters. In the case of Council Eeporters, the Association have 
asked for the restoration of the old scale of Rs. 450—25—750. They 
should be allowed a sca’e of Rs. 450—25—500—30—710. 

13. 'One grievance which has been'Strongly pressed before us by 
representatives of staff associations is the existing disparity in status, pay 
and prospects between the ministerial staffs of the Secretariat and of the 
Attached Offices so far as the Superintendents and the pre-1931 entrants 
are concerned. They have argued that the responsibilities and nature of 
work of the ministerial staff of the Attached Offices are the same and in 
some cases.the work in an Attached Office is of a specialised nature, and 
that the method of recruitment and standard of qualifications are the 
same. They further urged that Government when considering the revision 
of scales of pay in 1931, appear to have recognised the principle of partly 
in the two group of offices by giving cqua’ pay. We are not greatly 
inipresstd by this claim for parity. We feel that for a ministerial service, 
which does not enjoy gazetted rank, the' status of a Class 11 service is 
unnecessary and if a change were required, we would recommend that 
Assistants whether in Secretariat or Attached Offices should be regarded 
as a Class III service, the post of Rnnerin ten dent in the Secretariat alone 
remaining in the Class II service. The principle which has been accepted 
for differentiation between Secretariat and Attached Offices is that the 
work in the Secretariat is more d'fficu’t and responsffile generally and 
is also to some -extent arduous. This v’ew has sreneraUy been adopted in 
determmin'' the strenf^th of posts in Atta'‘bed Offir>es where the number of 
First Division or Assistants’ posts allowed is relatively much smaller than 
in Secretariat Offices. The continuance of the Second Division ki Attached 
Offices is also in recognition of the fact that much of the notiny and draft¬ 
ing work in Attached Offices i.s of a ’ower level than is required in the case 
of Secretariat offices. Even when the aiiest'on of the assimilation of 
rates of pav of clerks, stenogranhers and assistants was considered in 
connection with the re'yis’on of the scales of nav. it was recognised that 
the same uniform treatment could not be allowed to Superintendents in 
Attached Offices since it was felt that the nature of the work and supervi¬ 
sion in the Secretariat required a hiceher calibre. In practice various rates 
of pav have been allowed to Simprintendents in Attached Offices dependent' 
on the importance and responsibifftv of the work. 

14. We consider that in future the artificial distinction of status 
between Attached and Subordinate Offiees should be abolished and any 
office considered important enough to be classed with the Secretariat 
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should bo absorbed in the Secretariat. Since the gazetted status of 
Superiiiteiidents in the Secretariat has been accorded to enable them to 
discharge duties which require such status, we are not impressed with the 
request for conferring similar status on Superintendents in other offices. A 
multiplication of the number of posts to which such a privilege is attached 
will merely lessen the value of gazetted status. 

15. In regard to the post of Administrative Officers, it has been claimed 
that the responsibilities are as great as and in some cases are evep greater 
than those of Assistant Secretaries to Government and yet, it is said, the 
pay allowed is lower. We consider that some differentiation between the 
two posts is justified on the ground that Assistant Secretar:es carry higher 
responsibilities as they, issue or communicate orders on behalf of the Gov¬ 
ernment while Administrative Officers merely function as office aides to 
the head of a large Department. Looking at the scales now obtaining ^in 
different offices for Administrative Officers, it is obvious that notwithstand¬ 
ing the identity of nomenclature, the responsibility -of these officers is 
varied. We are therefore led to think that they cannot all be placed in 
the same category and it does not seem to us right to prescribe a single 
scale for such a -variety of posts. ■ We would accordingly recommend two 
scales for them: — 

(a) Rs. 650—30—ROO; (h) Rs. 500—80—710. 

Should it however be found that in any office the responsibility of the 
post now designated as Administrative Officer does not warrant his being 
placed even in the lower of the above scales, we recommend that the post 
be assimilated to the appropriate scale for Superintendents’ posts in non- 
Secretariat offices. 

16. One of the grievances of staff in the Attached Offices arises out of 
the fact that their prospects are less attractive than those available to 
Secretariat employees, though both are recruited through the same 
examination.and persons who have secured higher rank have often been 
posted to Attached Offices. Even as between different departments of the 
Secretariat, promotion prospects are not equal and we do not feel justified 
in accepting any proposal for upgrading of posts in Attached Offices merely 
to ensure better prospects for entrants thereto. 

17. In Departments whose functions lie entirely in the Central- field 
it would be best to separate the office of the executive head, even if it is 
located at the headquarters of Government, from the Secretariat proper. 
An artificial Secretariat status need not attach to an important executive 
head who should be free to deal -with the Secretary or Minister. As the 
head of the department he v;ould also be the Technical Adviser to Gov¬ 
ernment and all specialist and research branches should be in his office 
and not in the Secretariat. In other cases where the functions of * 
department cover subjects which are partly or preponderantly in the 
provincial field, it may be necessary to have as adjuncts to the Secretariat 
proper, certain offices or branches for expert advice or assistance which wilj 
be repositories of specialised knowledge or information. The close contact 
of these offices with the Secretariat proper need in no way justify their 
treatment on a special footing distinct from the -offices of executive heads. 
A great deal of the present discontentment among staff woii’d probably 
cease if the Secretariat proper is kept distinct from the ofher offices at lihe 
headquarters of the Government not by upgrading all Attached Offices -to 
Secretariat status but by remo-ving the distinction between Attached and 
Subordinate Offices. Once the notion of derogatory status is removed 
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and the scales of pay of office staff whether they serve in a Secretariat 
Branch, or in an office of a Chief Executive Head at the headquarters of 
Government or in a local office are determined purely with reference to 
the nature of the work; the qualifications required and the field of recruit¬ 
ment necessary for getting suitable personnel, the classification of staff 
Vill rest on a proper and rational basis. Equal grades of staff should 
carry the same pay in all offices but there is no justification for assuming 
that each office should have the same proportion of high grade, intermediate 
grade and lowest grade staff. The necessity for posts of any particular 
grade and the proportion of posts in different grades for each office should 
be determined irrespective of the status of the office. The principle 
should be that higher grade staff should be employed as little as possible 
on work which can be done equally or sufficiently well by lower grade 
staff. The work of routine elerks dealing with receipt, despatch, typing, 
etc., cannot differ much as between different offices. In the case of 
ministerial work covering referencing of papers, inde xing, filing and dealing 
with routine correspondence, the scope for differences in pay would be 
limited; and the reason for variations, if any, would he that based on the 
necessity to get recruits from a wider field so as to ensure the best selec¬ 
tion. In respect of staff dealing with work involving the application of 
rules and regulations, making suggestions and work of a real Secretariat 
type, the variation will be greater. The quality of the supervisory staff 
will differ considerably for the several types of offices. 

18. Taking all these factors into account, we suggest that the regular 
office staff should fall in the following grades; — 

Lower Division Clerk—^ 

(i) Es. 55—3—85—4-^125—5—130. 

(ii) Rs., 61—3—85—4—125—5—130. 

(ill) Es. 68—4—120^—5—-170. 

The minimimi qualification for the above scales should be not less than 
matriculation. Scale (hi) would apply to Lower Division Clerks in the 
Government of India Secretariat Departments as we assume that recruits 
to these offices will be of a higher quality. Scale (h) would apply to 
Lower Division Clerks m offices of Heads of Departments working directly 
under the Government of India, e.g., the Auditor-General, M. A. G. 
Public Service Commission. Scale (i) would apply to the lowest grade 
of matriculate clerk in all other offices. 

We are not unmindful of the fact that these scales do not differ much 
from the scales now obtaining in a few of the Delhi Offices. But they 
are distinctly higher than the scales obtaining in some other offices and 
aa we see no reason for this differentiation we have brought the lowest 
scales to the higher level. All grades of the clerical service will under our 
proposals draw a higher dearness allowance than they now get and most 
o£ them will benefit by our recommendations as to housing or house 
rent allowance. Finally, all clerks who draw a salary of Es. 100 or 
below will get an addition of Rs. 10 to their basic salary (according to 
our proposal in Part II, paragraph 72) when the cost of living ind^x falla 
to 180. Taking all our recommendations together, their position wiU thus 
be substantially improved. 

Upper Division Clerk— 

Es. 80—5—120—E.B.—8—200—10/2—220. 

The minimum qualification for direct recruitment to this grade should 
be a university degree. While the above was the majority view, one 
member was of the opinion that there should be only one scale for all 
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routine clerks except in the Secretariat, namely, Es. 60—4—120—5—150 
but that an initial pay of Es. 64 may be allowed for offices of Heads of 
Departments working directly imder the Government of India. Mr. Joshi 
and Sardar Mangal Singh propose that for Upper Division Clerks with 
a minimum initial entry qualidcation of a University Degree -the scale 
should be Es. 100—6—160—8—200—10—250. We are of the view that 
there should be no bar on promotion of lower division clerks to the upper 
division cadre provided they are fit and possess the requisite qualifications. 
In addition, wdien the upper division is filled by direct recruitment, 
those who have entered the lower division should, if otherwise qualified, 
be at liberty to compete for the upper division posts with some relaxa- 
tion of the age limit in their favour. As regards other categories of the 
ministerial staff, the position will be as follows:— 

Stenographers— 

Secretariat—Junior . . . Rs, 160—10—330 

Senior 

■Offices of Heads of Departments 
workijig direotly under the 

Government or India. 

Other offices — ^The upper Division scale for clerks, viz :—t- 

Rs. 80—5—120—8—200— 

10/2— 220 with a selection grade 
of Rs. 200—10—250 

Assistants—Grade I . . Rs. 160—10—330 

II . . Rs. 250—10—300—15—450 

•Superintendents (i) . . . Rs. 530—30—710 

(ii) . . . Rs. 400—20—500 

(iii) ... Rs. 250~‘15~ .4 00 

(iv) ... . Rs. 200-15—440—20-600 

Scale (iv) would apply to S.A.8, Accountants in the Audit Offices and 
persons with similar accounts qualifications in departmental offices. 
Where practicable, this scale should be split up into two distinct grades, 
Es. 200^—350 and Es. 350—500, the number of posts in each grade being 
fixed according to the duties in and requirements of each office. Scale 
(iii) would apply to Head Clerks or Superintendents in offices of Heads of 
Departments. Scale (ii) would apply to posts of Superintendents in 
important offices of Heads of Departments working directly undef the 
Government of India. Scale (i) would apply to Superintendents of the 
Secretariat. 

19. The stafi of the Defence Headquarters have complained that civi- 
han posts in the headquarters have not so far been classified and they 
have pressed for such a classification being made on the same basis as 
in the Secretariat and for the grant of the same rates of pay as have been 
recommended for the Secretariat employees. They have also asked that 
a larger percentage of the stafi appoinlments which are at present held 
by notary officers should in future be reserved for civilian stafi promoted 
from subordinate and ministerial ranks and that they should have rates 
of pay roughly equivalent to those allowed to military stafi officers. 
There are at present as many as seven scales for even the clerical posts. 
We consider that as far as the Defence Headquarters is concerned, it 
may not be appropriate to treat it less favourably than the offices now 
falling in the “Attached Offices” category. It will be for the Govern¬ 
ment to decide what percentage there should be in these offices of UppOT 
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Division and Lower Division posts and what should be the rates of pay 
for supervisory posts (such as those of Office Superintendents and Oftn^r 
Supervisors) havmg regard to the scales we have suggested above tor tne 
Secretariat and ctlier headquarters offices. We think that there is force 
in the demand that there should be some opportunity for promotion from 
the ministerial ranks of Defence Headquarters to the staff appomtments 
to the extent that such appointments are open to civilians. 

20. We have elsewhere made a general recommendation that the 
terms ‘subordinate’ and ‘inferior’ services should be redesignated Class 
in and Class IV and that Class I'''’ service should be enlarged so as to 
include all persons whose maximum pay is not above Es. 60. The main 
categories of posts that would fall in the Class IV category in the Secre¬ 
tariat and the other headquarters offices are the following:— 


Category 

Old Scale 

New Scale 


Rs. 

Rs. 

Eecord Sorter.; 

Daftri'irt 

J -madekTU 

D -ffi.da'M 
p.,oi»—Grade I 

II 

III 

. 20—1—40 
. 15—3—35 

. 25—1—30 
. i7_i_22 

1/5—16 

•J 

15— ^—20—1—30 

25 (fix'>d) 

19 (fix*jd^ 

16— 20 per coat. 

15—30 per cent. 

14—50 per cent. 

It was represented to us that it was iniquitous that record sorters and 
daftries should be placed in the same class as peons who may be generally 
illiterate, while employees with no higher degree of literacy, viz. :--po6t- 
men and certain cadres of press employees are classed as ‘superior’. With 
the reclassification of posts according to pay and the abolition of the 


term ‘inferior’ a main scurce.of grievance as between employees drawn 
from the same strata of life would be removed. Most of the associations 
who gave evidence before us complained that the rates of pay for inferior 
servants even before the 1931 revision were totally inadequate as a living 
wage. The Imperial Secretariat Eecord Sorters and Daftries Association 
and Attached and Subordinate Offices Eecord Sorters, etc. Association 
claimed a rate of Es. 50—2—80 for junior record keepers at present 
designated as daftries and Es. 60^3—90 for senior record keepers at 
present called record sorters with a selection scale of Es. 100—5—125 
for the latter, and regular channel of promotion of daftries to the selec¬ 
tion grade of record sorters. 

The Imperial Secretariat Jemadars and Peons Association and 
Attached and Subordinate Offices Peons and Jemadars Associations have 
asked that there should he only two grades in future, via .:—Peons and 
jemadars on rates of pay of Es. 40—1—50—1^—65 and Es. 40—1|—65— 
2 respectively. They have also asked for a house rent allowance 
of Es. 10. Their claim was supported on the basis that the present cost 
of living is about 286 per cent, of the pre-war cost and that for an 
average family of 2 adults and three children, the minimum living 
expense in Delhi at the present time is Es. 52 and even making allow¬ 
ance for any future fall in prices, the initial basic pay of Es. 40 would 
be necessary. The officers whom we examined as well as a number of 
non-officials who have replied to our questionnaire consider that in present 
conditions a minimum total emolument of Es. 50 would be necessary. 
We feel that in this case a mere reversion to the pre-1931 rates would 
not be sufficient as even those rates were low. Por the reasons we have 
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given when discussing the question of minimum wage, we consider the 
following rates oi basic pay will be appropriate to these categories'; dear¬ 
ness allowance will continue as long as present price conditions prevail 
and a separate recommendation is being made for housing, etc.:— 

Category. ^ Rates. 


P* o IS (i:icludi.ig DnfiFadarc) 

Jemadar 1 a. id Daftrioj 

R'jco-d Sorters or Senior Record 
K >eper.-i . . . . ■ . 


Rs. 30—^—35 

Rj, 35_i_50 

R3. ,40—1—50—2—60 


It will be remembered that this class of employees will get an addition 
of Rs. 5 (or even Rs. 10; to their basic pay when the cost of living index 
falls to 180. Mr. Joshi and Sardar Mangal Singh consider that instead 

such employees on poor scales of pay, it 
^ be better to have a smaller number on better pay.* We agree that 
It IS both possible and necessary to reduce the number of this class of 
employees. Recommendations to this effect are being ipade from before 
the days of the Llewellyn Smith Committee. Only two grades seem to 
us necessary for ordinary office messengerial staff in the categories now 
classed as inferior , It should be unnecessary to have many posts on 
the second grade (i.c., 35—50) of personal orderlies merely with a view 
to continue the present distinction in regard to such orderlies as are 
attached to higher officials. The grade of Rs. 40—60 is, in our view, only 
justified if the recruitment is made of persons with educational qualifica¬ 
tions approximating to the middle-school standard. ’ 

21. As regards the superior posts in the Central Secretariat we under¬ 
stand that a reorganisation with a view to forming a Central Administrative 
Service is under consideration. Till the constitutional position in regard 
to subjects administered by 'the Union Uentre becomes clear and" the 
reorganisation proposals take definite shape, we feel that our recommen¬ 
dations must proceed on the basis of the continuance of the existing 
system of recru'tment to the superior posts in the Secretariat as well as 
to posts normalij’ held by the staff of the ‘office , i.e., Assistants and. 
Superintendents "of the Secretariat Service and personnel belonging to 
ihe clerical, services. 


22. In regard to posts of Under Secretaries and above, we consider that 
two courses are possible;— 

(i) to continue the present system of special pay for personnel 

recruited from the cadre of an All-India Service or a Central 
Class I Service, or 

(ii) to fix a basic scale for all posts between the level of Under 

Secretary and Secretary. 

The present practice is to pay an Under Secretary Rs. 300 or Rs. 150 iik 
addition to his grade pay according as he holds a Junior or Senior scale 
post in Ris parent cadre and to a Deputy Secretary Rs. 400 in addition 
to Ms grade pay in his parent service. We prefer that even during the 

• Tliese two meawbo-s proposed t! e following sc. les :— 

(1) Peons .■’nd T). ffed .rs .... Rs. 40—1—50—2—60 

(2) Joiu.'.d r nd D ftries .... Rs. 4.5—1—50 —2—70 

(3) Record Sorters i^nd Record Keepers . Rs. 50—2- 70—3—‘85 
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continuance of the tenure system, the posts of Under Secretary and 
Deputy Secretary shall carry fixed scales of pay vie.: —^Rs. 950—60^—1,160 
for Under Secretary and Ra. 1,300—60—1,600—100—1,800- for Deputy 
Secretary. We would recommend the following scales of pay for posts 
•over the time scale:— 


Secretary 

Additional Secretary 
Joint Secretary 
First Member, C.B.R. 
Other Members 


Rs. 3,000 
Es. 2,750 
Es, 2,250 
Es. 2,750 
Es. 2,500 


23. In regard to the Eailway Board, the ministerial and the lower 
■staff would (kaw scales of pay on a par with those of Secretariat Depart¬ 
ments. In regard to officers’ posts, namely. Assistant Director, Deputy 
Director, Joint Director, Director, Member and Chief Commissioner 
respectively we make the following recommendations:—the first will be 
on a par with posts of Assistant or Under Secretaries while posts of 
Deputy Directors wiU carry an additional special pay. Posts of' Joint 
Directors may be equated with the Junior Administra'tive Scale of Class 
I services. Posts of Directors should be on a par with the senior Ad¬ 
ministrative scale, t.e., Es. 1,800—^2,0bO which will be the same as for 
major heads of departments in the Railvtiy administration, while posts 
of Members and Chief Commissioner may be equated with the higher 
grades of Secretariat posts, i.e., Rs. 2,760 and 3,000. 
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1. Indian Audit Department 

This section deals with the Accounts and Audit offices under the control 
of the Auditor General in India. The Military Accounts Department and 
the Eailway Accounts Department which are administered by the Military 
Accountant General and the Eailway Board respectively are dealt with in 
other Sections. 

2. The main function of the Indian Audit Department is to bring to. 
account and to audit the expenditure of all branches of the civil administra¬ 
tion. Though the Auditor General is under the administrative control of 
the Finance Department, his functions in regard to the audit of Govern¬ 
ment accounts are fixed by rules under the Statute. According to its- 
present organisation, the Department consists of the following branches:— 

(i) Civil accounts (both Central and Provincial) for \yhioh the 

Accountant General or Comptroller of each Province is respon¬ 
sible ; 

(ii) Postal accounts, for whicsh the Accountant General P. & T., who 

has a Peputy Accountant General for each postal circle, is 
responsible; 

(iii) Army audit, i.e., the test audit of the accounts kept by the 

Military Accounts Department, for which the Director of 
Audit (War and Supply) is responsible; and 

(iv) Eailway audit, which deals with the audit and accounts kept by 

the Eailway Administration, for which the Director of Eailway 
Audit, who has a Chief Auditor for each Eailway, is respon¬ 
sible. 

The first two classes are combined audit and accounts offices while the last 
two are separated audit offices. Besides these, the Audit Departinent ia 
responsible for a certain amount of revenue and miscellaneous audit and 
for the audit of local funds accounts where such work has been entrusted 
to the Department by Provincial Governments. In respect of Forest and 
Public Works, the Department is also responsible for the training and: 
posting of. accountants who are to assist the divisional officers in the main¬ 
tenance of initial accounts. 

3. At the head of the organisation is the Auditor General of India who 
has a Deputy Auditor General to assist him generally, in the control of the 
Department. The superior charges in accounts offices ar? manned by the 
Indian Audit & Accounts Service which is a Class I Service recruited on an 
all-India basis. For minor charges in the Department, there is a Class II 
Gazetted Service which is filled by promotion from subordinate ranks. 

4. Prior to 1889, the gazetted cadre of the Department was recruited 
entirely in India; but in that year, European recruitment of four out of 
every nine vacancies was introduced on the ground that the supply of 
qualified officers in India was unequal to the demand. Since then, as the 
Islington Commission observed “The Indians in the Department have prov¬ 
ed their fitness and this was recognised in 1909 when it was decided that 
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half the appointments to be filled in future should be reserved for them. 
There are no grounds of policy which make it necessary to go to Europe 
nor are recruits required to possess technical qualifications which cannot 
be procured in India”. Since 1920, recruitment to the I. A. & A. S. has 
been exclusively Indian. 

5. The following represents the scales of pay that have obtained, from 
time to time, in regard to superior posts in the Indian Audit Department;— 



Pro-1914 Scales 

PvS. 

Scales suggested 
by Islington 
Commission 

Its. 

Scales s.-nctioned 
in 1920 

•o _ 

Revised 

scales 

(Po8t-1931) 

Rs. 

Auditor-Gteneml 

4,500 

4,500 

5,000 

5,000 

Controller of Currency 

3,000-125-3,500 

8,000-126-3,600 

3,000-125-3,500 

Since 

nboIi.4iPd not 
presci ibed 

Dy. Auditor-General 

... 

... 

3,600 

3,500 

Accountant-General— 

Cleas I . 

2,760 

3,000 

3,000 

2,000 

H . 

2,500 

2.750 

2,250-100-2.750 

1,600 

Ill 

2,250 

2,250 

... 

... 

Class I General List 

1,500-60-1,800 

1,600.-60,1,800 

1,500-60-1,800 

1.300 

Class II 

300-50-1,250 

60/2-1,500 

200 (Probation) 
300-50/2-500- 
60-I,.500 

350-60-1,400 

260-26-600 

-35-950 


6. We have explained in Part II the basis on which the pay scales were 
reviseii aftet 1931. In regard to the Indian Audit & Accounts Service, the 
pre-1931 time-scale was a single scale and the revision of 1931 followed the 
same line. On the other hand, for some of the other services, like tJ.e 
Railway Transportation Traffic and Commercial Services, Railway Accounts 
Setvice and the Telegraph Engineering Service a combination of time scales 
and grades was adopted. In practice, this combined system proved more 
attractive because of a substantial increase in the number of senior posts 
put on the graded system while deep dissatisfaction has been felt by mem¬ 
bers of the services carrying the single uniform time-scale because of the 
low initial pay and small increments. This is one of the main grounds of 
dissatisfaction among members of the I. A. & A. S., Imperial Customs 
and the Military Accounts Department. Another source of grievance is the 
fact that when the revision of scales of pay was carried out in 1934, the 
Indian Civil Service, the Indian Police and the other services under the 
Secretary of State were not brought into the scope of the revision and the 
revision did not also affect those who were recruited before 15th July 1931 
although they continued to do the same duties as officers on the new 
scales recruited after that date. 

7. The Ad Hoc Committee,of Class I Officers on the revised scales of 
pay argued before us that the rigid standards of demand and supply should 
not be applied in'determining the remuneration of public servants. They 
claimed that the remuneration should be such as to allow a reasonabia 
standard of comfort and amenities for the officer and his family on the 
same scale as those available to successful men in business or in other 
professions, and that until such time as the floor and a ceiling for earnings 
whether in Government employment or outside are enforced by .the State, 
it would be manifestly unfair to place Government servants at a distinct 
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•disadvantage. They contended that-with the growing economic develop¬ 
ment of the country and with more outside avenues for emp.oyment for 
men with good quaiiheations, it was essential that remuneration for Gov- 
•ernment services should be adequate if the service is to continue to attract 
persons of the requisite calibre and integrity. In giving evidence before 
us they recognised the need for a less costly administrative system than ilie 
present one hut they maintained that they did not demand anything quite 
at of step with earnings in the*learned professions or in outSide employ¬ 
ment in j,osts of comparable responsibi.ity. While they were prepared to 
make some sacrifice vis-d-vis persons seeking an avenue of pure personal 
profit in a business career, they contended that the civil servant ought to 
be assured of a decent standard of living throughout his career so as to place 
him above want and temptation. 

8. On the above premises, it was suggested that, on a proper rationalisa¬ 
tion of the pay structures, all posts in the Central Services, Class I, should 
be divided into four standard categories corresponding to the various stages 
of responsibility in an officer’s career, the stages of pay for each categ-ory 
being approximately the same in all services: — 

(1) The unit charge or charge by a junior.officer of a section of an 

office. 

(2) Group or semi-independent charge, i.e., charge of more than one 

section in an office, involving the supervision of work of other 

gr-zettod officers, whether as head of a division or of a small 

office. 

(3) Junior administrative charge or headship of a small department 

or a deputy head of a large department. 

(4) Senior administrative charge or headship of a major department 

or office. 

The scales proposed for these categories by some of the witnesses {Ad tloo 
Committee of Class I Officers) are; — 

(1) Unit charge—Rs. 350—35—700—40—900. 

(2) Groun charge—Rs. 600 (6th year)—40—1,000— 50 —1,150—50/2 

—i,250. 

(3) Junior Administrative Charge—Rs. 1,450—60—1,750. 

(4) Senior Administrative Charge—Rs. 2,000—75—2,300. 

The witnesses maintained that the above scales were not highly pitched in 
comparison with Provincial Class I scales where they had been revised, 
c.p., recently in the Punjab, and even at the top levels they were less than 
the basic remuneration of comparable appoifitments in industry (excluding 
special benefits such as bonus on profits).. 

9. .The Auditor General has stated “The 1931 scales were fixed at *vhat 
proved to be the lowest point of the curve of steadily falling prices between , 
the wars, very shortly before the recrudescence of militarism arrested this 
fail; they may also have been unconsciously depressed by the financial 
crisis of 1929-32 which suggested the need for rigid Governmental economy. 
They were therefore probably just barely adequate when they were intro¬ 
duced, but quickly falsified by events for all grades, especially for officers 
of the Indian Audit and Accounts Service who had to serve all over India, 
live in big cities, have very often to maintain two establishments and whose 
emoluments compare very unfavourably with corresponding employees in 
big business in the same locality. These rates closely followed the rates 
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then adopted for the Indian Army and the Indian Police', the former en 
joying amenities not open to civilians and the latter serving ■within one 
province only”. We recognise the force of some of the above arguments. 

10. These points of view have been discussed at length when dealing 
with the pay of Class I Services (Part II, paragraphs 52 to 54). Following 
the scales then suggested (see Part II, paragraph 61) we recommend that 
the pay for the superior posts in the Indian Audit Department should be as 
follows: — 

I. A. d A. S. 

Junior Scale—Es. 350—350—380—380—30—590—E.B.—30—770— 
40—850. 

Senior Scale—Es. 600 (6th year)—40—1,000—1,000—1,050—1,050 
—1,100—1,100—1,150 (22nd year). 

Junior Administrative Posts—Es. 1,300—60—1,600. 

Senior Administrative Posts: — 

(a) Posts of Comptrollers (now called A. G. Cl. Ill in senior scales)- 

^Es. 1,600—100—1,800. 

(b) All posts equivalent to Accountant General (without any dis¬ 
tinction between the grades of A. G. Class I and Class II)— 
Es. 1,800—100—2.000. 

For the post of Depul,y Auditor General, having regard to the fact that the- 
present pay and status correspond to those of an Additional Secretary, we 
consider that a pay of Es. 2,750 would be appropriate. 

11. Some of the junior posts in the Department are held by promoted 
officers variously designated as Assistant Accounts Officers, Assistant Audit. 
Officers, etc. They are a Class II service and are generally promoted from 
subordinate ranks. Officers of the Class II service are not generally liable- 
to transfer all over India. A suggestion has been made before us that as- 
these Class II Officers do the same work as other junior officers of Class I, 
they could be amalgamated into the latter cadre. Witnesses whom we 
examined, however, have not been unanimous on the question of the 
merger. They admitted that while such amalgamation ” was possible in 
regard to offices where there is no difference in the nature of the work, there 
are real difficulties arising out of differences in the method of recruitment 
and promotion and out of the liability to all-India transfer which would’ 
attach to a promotee to a Class I Service when he obtains the preferment 
at an advanced age. The general question has been discussed in Part II. 
We recommend that the Assistant Accounts Officers’ cadre be retained aa 
a Class II service and be allowed a scale of Es. 500—30—650—E.B.—30— 
800 in the general scale which we have suggested for the Class II services. 

12. The ministerial staff of the Audit Department comprise the follow¬ 
ing grades: — 

(i) Superintendents—also called Accountants, Senior Accountants. 

and Senior Auditors in different Accounts Offices. 

(ii) Divisional Accountants. 

(iii) Selection Grade Upper Division Clerks. 

(iv) Tipper Division Clerks. 
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'(v) Lower Division Clerks including machine operators, typists, eto. 

(vi) Stenographers. 

(vii) Record Clerks or Sorters. 

The scales of pay for these posts are not at present uniform in all aecoui^ 
offices or in all stations. The variation is considerable as between tSd 
civil accounts offices located in different provinces. In certain branches 
like the Defence Test Audit and to a lesser extent in the case of the RaE- 
way Audit, pay scales are on a uniform basis. A large number of associa* 
tions representing the ministerial and inferior staff of the Audit Depart¬ 
ment gave evidence before us. 

13. The demands made by these staff associations are not uniform but a 
copy of a resolution passed during the 22nd session of the All-India Audit 

Accounts Offices Conference held in Calcutta on the 8th June 1946 has 
been sent to us which sets out the demand put forth from time to time 
for the upgrading of the scales of pay in audit offices. The scales asked 
■for are reproduced below: — 

S. A. S..Rs. 400—30—700 

Divisional Accountants . . • 280—-20—500 

Stenographers ...... 210—20—450 with selection grade 

at Rs. 450—20—600 

„ ^50^—15—450 with selection grade 

at Rs. 450—25—600 

„ 100—5—150—10—300 with special 
pay of Rs. 25 to Typists and 
Comptometer Operators and 
Rs. 40 for Machinists. 

Sorters ....... 60—-4—160 

Before us the demand of some of these associations was pitched even higher, 
ibeing Rs. 600—40—800 in the case of Accountants and Rs. 200—25—400—e 
25—600 in the case of Audit Clerks whom they preferred to call Assistants 
following the Secretariat terminology. Some of the associations further 
claimed parity of rate fOr all ministerial posts in the Audit Office with the 
Government of India Secretariat scales. Some of the non-gazetted em¬ 
ployees’ associations have suggested what they would deem fair rates of pay 
for superior posts, e.g., Rs. 800—50—1,000 for Assistant Accounts Officers 
with special pays of Es. 200, 300 and 500 in addition, for the Deputy 
Accountant General, Accountant General and Auditor General respectively, 
It was contended by witnesses who appeared before us that the claim for 
higher pay for each category, viz.: —^Rs. 100—300 for clerks, Rs. 200—660 
for Auditors, Assistants and Upper Division Clerks and Es. 600—800 for 
Accountants/ Superintendents was based on the living wage criterion as 
disclosed in the budgets sei^t. But when the latter were subjected to 
scrutiny the ground was shifted and emphasis was laid on the similarity 
of the work for all categories vis-a-vis Secretariat employees. Witnesses 
contended that the hours of work and quality of work and its intricacies 
were as great if not greater in an audit office and that as far as routine work 
was concerned, indexing, typing, etc., the shades of responsibility were 
indistinguishable. The Upper Division Clerks it was emphasised possessed 
the same educational qualifications as Secretariat Assistants. We were 
impressed with the strength of the feeling against the existing low rates of 
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pay and the extent to which it has been aggravated by differences in eniolu- 
mente which are not fully justified by the nature of work or responsibility 
but we nevertheless think that their demands are too high. It was put to> 
the witnesses that their i^vised claims exceeded even the demands of the 
All-India Accounts Ofi&ces Conference and the increases asked for, viz. 
a jump from Es. 40 to Es. 100 in the case of clerks and Es. 45 to 200 in 
the case of Upper Grade Clerks was too much and the rates which they- 
had suggested for the higher ministerial posts were not in keeping with the 
salary which they had proposed for the highest posts in the Department. 

14. The Auditor General has told us that “The scales beginning at Es. 30 
or Es. 40 which were introduced for the majority of ordinary clerks doubt¬ 
fully provided a living wage even before the last war. The pay of clerical 
cadres needs permanent revision with a substantial increase of the minimum. 
On the standard of the pre-war level of prices, the minimum for the lowesti 
grade clerks (I'.e., the lower division clerks including machinists and typists^ 
in the Indian Audit Department) should be at least Es. 60.” We agree 
with the spirit of the above remarks. We also found that in respect of the 
lower paid posts, even some of the pre-1931 scales required improvement. 
In recommending the improvement, we were however unable immediately 
to carry the minimum to the point suggested by the Auditor General. It 
seemed to us more urgent to provide a reasonable minimum for the large 
numbers of low paid posts before suggesting an increase in the pay of posts 
which were nearer the line mentioned by the Auditor General. We have 
also thought it preferable to provide relief for all these classes by way of 
concessions under certain miscellaneous heads, like ‘house-rent allowance’, 
‘local allowance’, education allowance’, etc. We have accordingly recom¬ 
mended that for the present the clerical grade will be on a scale of 
Es. 55—,3—85—B.B.—4—120—5—130 where the minimum qualification 
for entry is only matriculation. Since we have recommended dearness- 
allowance on a liberal scald for these classes, we have thought it right to 
postpone a further increase in the basic scale till the cost of living comes 
down to 180. We have suggested that at that stage a sum of Es. 10 may 
be added to the basic salary of these classes of ministerial staS. Compto¬ 
meter operators may be allowed the same hasic scale as lower division clerks 
with a special pay. Sorters or Eecord Clerks in Postal Audit Offices, who- 
are not required to possess the same minimum qualification, namely, 
matriculation, may be placed on a scale of Es. 45—2—65—3—80 with some- 
selection grade posts on Es, 75—3^105. In the case of Upper Division 
Clerks, where the minimum qualification is a University degree, we have 
suggested a higher scale, viz.: —Es. 80—5—120—rB.B.—8—^200—10/2—r220. 
In regard to ,S. A. S. passed clerks, we agree with the Auditor General’s 
recommendation that they may be allowed increments of Es. 10 per annum- 
as against the present increments. Stenographers may be allowed the same 
scale as Upper Division Clerks. Those attached to the head of the department 
may be allowed eligibility to.a selection grade of Es. 200—10—300. Steno¬ 
graphers in the Auditor General’s Office may be on a scale of Es. 160—10— 
880 . 

15. Divisional Accormtants Associations have complained that their 
scales of pay have virtually remained the same between 1864 and 1931 
when they were subjected to a further revision. They stated that the 
Accountants are all graduates and are recruited through a stiff examination 
and given an intensive training before they are passed on to their new duties. 
Some of the witnesses argued that the position of Divisional Accountants. 
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under the Code Eules is analogous to that of the S. D. 0. in his relation to 
the Executive Engineers and the remuneration of Divisional Accountants 
should, therefore, be on a par with that of S. D. Os. on provincial scales. 
We are not impressed with this line of argument, since S. D. Os. with whom 
the comparison is made are engineering graduates who have 'undergone a 
costly and intensive training of four to five years and the qualification and 
experiehce required for a Divisional Accountant are not in any way com¬ 
parable. It is clerks in the Divisional or Accounts Offices who are generally 
appointed Divisional Accountants. The Auditor General has recommended 
a scale of Es. 100 (during probation) 125—10—225—:B.B.—10—275—E.B. 
—15—350 for Divisional Accountants with a possible variation in the initial 
pay to suit Provincial Governments. We consider this range of pay reason¬ 
able but would recommend instead a scale of Es. 100 (during 
probation) 130—10—250—E.B.—15—355 which more closely corres¬ 
ponds to one of the standard scales proposed by us. Ths 
Auditor General has also suggested that Divisional Accountants 
of the Office of the A. Q. C. E. and junior Divisional 
Accountants in the P. k T. Department, who are liable to transfer through¬ 
out India, should be on a scale of pay giving them an advantage of Es. ‘-5 
p.m. throughout the scales. He proposes that the Senior Divisional 
Accountants of the P. t T. Branch should be on the present S. A. S. sc^e 
up to the efficiency bar and get a similar addition of Es. 25 p.m. to com¬ 
pensate for the liability to transfer. We commend the proposals which 
would allow Senior Divisional Accountants of the P. & T. Branch a’ scale 
of Es. 200—16—850 with a special pay of Es. 25 

16. Eegarding the Subordinate Accounts Service, the Auditor General 
has suggested a scale of Es. 200—^15—380—^E.B.—15—500. There may be 
obvious advantages and there might be a better differentiation of pay accord¬ 
ing to responsibility if, as in the Eailway and P. & T. Departments, there are 
two scales for the S. A. S., a junior scale of Es. 200—15—350 and a senior 
scale of Es. 350—15—380—20—^00. Should there be any administrative 
difficulties in making a change in the Indian Audit Department, the scale 
proposed by the Auditor General may be adopted. For uniformity, it is 
desirable that the same scales should also apply to personnel in the offices 
of the Director of Eailway Audit and the A. G. P. & T. and the offices sub¬ 
ordinate to them. The Auditor General recommended a slightly higher 
scale for personnel in his office and in the offices of the Director of Audit 
W. & S. and the offices subordinate to the latter. To avoid increasing the 
number of scales unnecessarily, we consider that a special pay may be 
allowed to superintendents or accountants in these offices. 

17'. In regard to inferior servants, we have received representations 
from a very large number of associations and a great many of these associa¬ 
tions have also given oral evidence before us. The minimum pay demanded 
has varied from Es. 35 to 50 in the Punjab, Es. 50 to 60 in Bombay, Es. 40 
to 60 in Delhi, Es. 35 to 75 in Calcutta, with additional demands of (i) free 
house or a house-rent allowance of Es. 10 to 15, (ii) free education for 
children, and (iii) free medical facilities for family. In addition, witnesses 
asked for a concession in the nature of a travelling facility while on leave. 
Some of the civil accounts associations asked for rates of Es. 45—2—65 or 
50—3—80 for inferior servants. Their demands were not correctly related 
to any proper index figure and a dearness allowance of Es. 20 to 60 was 
asked for in addition to the above rates. For reasons fully explained in 
Part II, we consider that a scale of Es. 80—-J—35 for Ghaprassies, Peons 
and Df^adars, etc., and a rate of Es. 35—1—50 for Jemadars would be 
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appropriate. A scale of Rs. 40—1—50—E.B.—2—^0 would be appropriate 
for Daftries or Record Suppliers.* Some of the allowances asked for (besides 
dearness allowance) have also been recommended in paragraphs 76 to 93 of 
Part II. 


2. Military Accounts Department 


The staff of the Military Accounts Department work in regional offices 
under Controllers of Military Accounts who are subordinate to the Military 
Accountant General. The Military Accountant General is administratively 
under the direct control of the Finance Department. The staff of the 
Military Accounts Department belong to the following grades:—■ 


Pre-1931 Scales 

R-. 


Class I Service— 

M.A.G. . . 

Command Controllers 
Superior staff of M.A.D. 
Class II Service— 
Superior staff 
D.A.Cs. 

S.A.S. . 

Assistant Accountants 
Stenographers— 
■M.A.G.’s Office . 
jElsewhere . 
iiCllerljs , , 

iRoutine Grade Clerks 
Key Punch Operators 

Record Clerks . 

Inferior Servants— 
Record Sorters . 
Daftries 

Jemadars . • 

Peons 


. 2,7.50 

. 2,250 

. 1,500-60—1,800 

. 3,50—50—1,400 

. 550—30—800 

. 210—20—410/E.B— 

30—600 

. 116-10—225 

. 150—400 

. 115—10—225 

. 55—6—115/E. B.— 

5_170—5—21)0 


. 25—1—50 

. 20—1—40 

. 15—1—35 

. 25—1—30 

. 14r—1/5—16 


Po3t-1931 Scales 
Rs. 

2,000 

1,600 

1,300 

250—950 
450—15—600 
190—15—310/E.B.— 
15—400 

90—6—150/E, B.—6-180 

125—300 
100 — 10—200 
50—4—70/E. B.—5— 
160 

30—2—60/E.B.—2—70 
25—1—60 

20—1—40 
15—1/2—20—1- 30 
25—1—30, 

14—1/5—16 


2 The pay of the Class I Service which is recruited through the same 
examination as the I. A. & A. S. is on a level with the'pay scales of that 
service. The only grievance that has been brought to our notice by the 
Military Accounts Officers Association is that the pay of a Command Con¬ 
troller is fixed at Rs. 2.250 while the corresponding post of Accountant 
General carries a time scale of Rs. 2,250—2,750 and enjoys a higher addi¬ 
tional pension. They have also expressed a sense of dissatisfaction on the 
ground that higher and more liberal rates of pay have been given to non- 
Indians and army officers appointed to the Military Accounts Department 
during the war when permanent superior service officers on the revised scales 
had to continue on the scale of Rs. 250 to 950. The Military Accounts 


*Note.— Mr. Joshi is of the opinion that the scales that he and Sardar Mangal 
Singh have suggested for Classes III and IV should apply to the Finance Depart¬ 
ment and all other departments. 
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Superior Service Officers Association have also asked for higher pay in view 
of the all-India character of their service; they laid stress on a special rule 
of the C. S. R. applicable to them (i.e., Art. 447) under which a person with 
less than 20 years service is liable to be invalided out of service if he is not 
found fit for field service by a medical board. Both on the contingent 
liability for overseas service and the additional risk of premature loss of 
appointment, not to mention the risk during actual field service, the Mili¬ 
tary Accounts Officers argued that there was justification for their being 
allowed a higher rate of pay. 

One of the Military Accounts Hon-gazetted Staff Associations have asked 
for the following rates of pay:— 


Ks. 


D.A.CS.M.A. .. 650—30—800—50 

— 1,000 

Accountants ........ 400—25—-600 

Assistant Accountants ...... 200—20—400 

Graduate Clerks ....... 150—10—-300 

Under-Graduate Clerks ...... 100—-5—200—10 

—250 

Record Clerks ........ 60—3—80—4—100 

Daftries ......... 40—1—60 

Peons ......... 35—1—50 

They have claimed that the minimum living wage of Rs. 150 for a graduate 
clerk is justified on the basis that it bears the same relation to the pay of an 
officer as the pay of an employee in the clerical Home Civil Services bears 
to that of a Lieutenant. Though the present scales of pay are generally in 
keeping with civil accounts office scales, the Military Accounts Department 
ministerial staff have complained that their rates of pay are less favourable 
than the rates allowed to Test Audit staff under the Auditor General who in 
fact' are allowed higher pay cn account of their peripatetic duties and all- 
Indi^ service liability while in the case of the lower grades of ministerial 
employees in the Military Accounts Department, the service is generally 
within the limits of only one Command. .4 claim for higher pay was also 
based on a comparison with Secretariat employees and a larger number of 
posts of Superintendents was asked for to upgrade Assistant Accountants 
who might reach the top of their grades and not find adequate opening for 
posting as Accountants. 

3. We have been helped by suggestions from the M. A. G. who kindly 
sent a reply to our questionnaire and also gave evidence before us. On the 
question of amalgamation of the existing Class II and Class I services, the 
M. A. G. was definitely against it. As regards pay scales, the M. A. G. 
stated that the scales proposed by hiui were devised to be on a par with 
scales for similar services and no specific additions had been made on 
account of risks and hardships incidental to service in the Military 
Accounts Department. He asreed that if a compensatory allowance was 
granted for the duration of field service and the danger of premature retire¬ 
ment was met by giving an enhanced pension on such retirement or by 
administratively finding it possible to provide a less arduous post for a 
person found to be medically unfit for field service, it w'ould meet the 
special problems of the staff of his department, We commend these 
suggestions for consideration by Government. A further point which was 
strongly pressed was that there should be a proper parity in emoluments 
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between the superior civil services of his department and the scales pro¬ 
posed for Indian Commissioned OfiScers in future. We are unable to 
accept this suggestion. 

4. In the interest of uniformity, we would suggest that the scales of pay 
allowed for the Class I and Glass II services and for various Class HI and 
Class rv grades of employees in the Military Accounts Department should 
be the same as we have recommended to employees of corresponding grades 
in the Indian Audit Department. In regard to Class I posts, the grant of 
pay to Controllers of Military Accounts on the same scale as for Accountant 
General will remove a long standing grievance. As far as the lower selec¬ 
tion grade is concerned, we think that a scale of Es. 1,300—00—1,600 will 
be adequate for the junior administrative posts in the Department and a 
higher grade of Es. 1,600—1,800 which we have proposed for certain posts 
like Controllers of Accounts in the Indian Audit Department will be un¬ 
necessary. In view of the responsibility attached to the post and its present 
grading, the post of Military Accountant General may appropriately carry 
a pay of Es. 2,250. Under the existing arrangements, there is this diSeren- 
tiation between the Indian Audit Department and the Military Accounts 
Department as regards the S. A. S. passed clerk, namely, that in the former 
he receives an additional increment in the scale which applies to Upper 
Division Clerks while in the latter the clerk who becomes an Assistant 
Accountant on passing the examination gets a special, scale. It may be 
worthwhile considering whether it will not be better that the practice should 
be assimilated to that in the Indian Audit Department. If it is not 
practicable, we would suggest a scale of Es. 100—10—250 for Assistant 
Accountants. 

3. Income-tax Departm)bnt 

We next proceed to deal with the departments administered by the 
Central Board of Eevenue. The Board functions in some respects as a 
Department of the Government of India and in others as a body subordi¬ 
nate to the Government of India. From the point of view of revenue, 
the Income-tax Department is now the most important. It is organised 
on the basis of Commissioners’ charges corresponding roughly to provin¬ 
cial areas. In the cities of Bombay and Calcutta where the 
volume and complexity of work is heavy, there are separate 
additional city charges held by Commissioners. Similarly there 
are two special Central Commissionerships without territorial jurisdiction 
to deal with cases requiring special investigation. The Income-tax 
organisation has grown up enormously in the last two decades and parti¬ 
cularly since the introduction of the excess profit, tax in 1940-41. 

2. Each income-tax charge consists of: — 

(i) The Commissioner of Income-tax who is the head of the area 

organisation. 

(ii) Assistant Commissioners some of whom deal with administra¬ 

tion and inspection and the rest with appeals. 

(iii) Income-tax Officers who are allotted specific assessment units. 

(iv) Subordinate executive staff such as Examiners of Accounts, 

Inspectors, Surveyors, etc. 

(v) Office staff including ministerial and inferior staff. 

Since 1944, the Department has been undergoing reorganisation. The 
Income-tax Service was originally administered on a provincial basis 
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,'4hough controlled by the Centre. The Officers belonged to a Class H 
-service and their rates of pay corresponded generally to those of the 
provincial services. There was ordinarily no hability for transfer outside 
-the provincial area. There was a certain avenue of promotion for Income’ 
tax Officers to become Assistant Commissioners whose appointments were 
-regarded as belonging to a Class I Service. There was also an avenue 
-of promotion for Assistant Commissioners to become Commissioners in 
the non-reserved posts i.e., posts which were not specially reserved for the 
I.C.S. or the ‘pool’. The reservation for the ‘pool’ is in effect only a 
continuance of the'reservation which was originally there for the I.C.S. 
trhe income-tax service is also one of the constituent services of the 
‘pool’. In the reorganisation, the bulk of the income-tax service has been 
transformed into a Class I Service with two grades—I and II according 
to the importance of the work and the responsibility of the charge. A 
certain number of posts also continue as a Class II service and they are 
classified as Income-tax Officers Grade III. The rates of pay of the 
■Class I Service at present correspond with the revised rates of pay in tjie 
Imperial Customs Service, with which the equation was made in realisa¬ 
tion of the fact that the Income-tax Department was not less important 
as a revenue service than the Customs Service. 

3. W'e have received from practically every association of Income-tax 
Cfticers and even from a large number of Commissioners of Income-tax 
representations complaining that the continuance of a Class II Ser'vice 
for Income-tax Officers when the work performed by such officers is statu¬ 
torily of the same character as that performed by Class 1 Officers is 
-derogatory to their status and responsibility. We accordingly examined 
the first Member of the Board—Sir John Sheehy—on the question of a 
-merger of the Class I and Class II Services which would virtually mean 
-either a combination of Grades I and II in the senior scale with the 
present Class II as'a junior scale or the retention of the Class I—Grade 
I as a senior scale with a merger of the Grade 11 and the Grade III, 
We were informed that the two grades m the Class I Seivice were intro-, 
duced on the suggestion of the Public Service Commission and the arrange¬ 
ment was found convenient because a direct entrant could not, without 
■gaining further training and experience, be posted to any of the senior 
nharges. It would also be impracticable to merge the Class II service 
-as a junior scale in the Class I service since promotion would then vir¬ 
tually become automatic instead of by selection as at present. The 
difierence between the class of work and the quality of work done by the 
ordinary mofussil officer who is attending to some small shopkeeper’s 
account and an officer in Bombay who is dealing with the highest class of 
lawyers and accountants in the country illustrates the kind of difference 
which exists between the nature of the charges held by Grade III and 
Grade I Officers. The differentiation between Grade I and Grade II was 
justified on the gicund that it would constitute a better differentiation 
of responsibilities than the substitution of a single scale of pay with 
special pay attached to the heavier charges. -At present the nature of the 
charges is determined on the basis of a yard stick which takes account 
■ of the nature and quantum of work and the kinds of assessment cases 
involved. On the basis of responsibility, there are roughly three kinds of 
■charges, namely (i) the large circles where there is a volume of company 
■assessments and E.P.T. work which require a very senior officer to handle 
at; (ii) a moderate sized charge like some of the big cities; and (iil) 
^sharges of 'minor importance. Grade III officers are generally posted 
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only to the least important charges or are used to assist senior officers-.- 
In a sense, it was stated that they are really successors to the old- 
Assistanli Income-tax officers though for certain statutory purposes it 
was found convenient to declare them to be Income-taoi Officers. The 
hulk of the departmental candidates have in the past been recruited from 
among the Examiners of Accounts, a category which will soon be 
abolished, since it has been considered desirable to ensure that all 
accounts are scrutinized by a gazetted officer preparatory to assessment, 
so as to avoid duplication of work. A certain amount of direct recruit¬ 
ment is also made and it is understood that in future almost 50 per cent, 
of Grade III and 80 per cent, of Grade II Income-tax Officers will be 
recruited by competitive examination. The Eederation of Income-tax 
Officers’ Association and representatives of certain local branches gave 
evidence before us. The majority opinion among them was opposed to 
the retention of the Grade III Income-tax Officers in the present Glass 
II Service. We have carefully considered the question. In view of the 
detailed explanation vouchsafed to us by the Board and on the general 
grounds set out in paragraphs 23 to 29 of Part II, we are satisfied that 
there is no justifiable grievance in allowing the Class II service to continue 
as at present. 

4. The Federation pressed for two overlapping scales for Income-tax. 
Officers—a junior scale—Es. 300—800 and a senior scale Es. 400—1,100. 
They asked generally for a scale of Es. 1,200—1,800 for Assistant Com¬ 
missioners and Es. 2,000—2,500 for all Commissioners of Eioome-tax. 
The distinction now obtaining between junior and senior Commissioners- 
was mentioned as a serious grievance. The Board agreed that there 
should be a fair pdrity between the three services under the Central 
Board of Eevenue i.e., the Income-tax, Customs and Central Excise but 
regarded the scales asked for by the Income-tax Officers as somewhat on 
the high side. It was explained by them that junior Commissioners’ 
charges were created just to make jurisdictions more manageable and 
keep down the cost as much as possible to Government. At the same 
time the constitution of the junior charges opened out more avenues of 
promotion for the service. The nature of the work which differs in 
importance justifies the differentiation in pay, as for instance between the- 
Commissioner of Income-tax, Bombay City, and the Commissioner, C.P. 
We substantially agree with the view of the Board. The differentiation 
between senior and junior charges exists in other departments, for instance 
between the Accountant General, Bombay, a.nd the Comptroller, Sind. 
We therefore see no justification for placing all Commissioners’ charges on 
the same pay level. 

5. The Officers of. the Board were of the view that it would not be 
possible to get officers of the right sort to carry out the work of heads of 
departments if the pay of Commissioners was brought down below Es. 2,000 
and they strongly opposed the suggestion that the country could afford to 
do with the second best on the ground that this might eventually give 
rise to corruption and bribery whatever the form of Government. Com¬ 
parison with other countries would not help they said, unless it could bs 
shown that the atandard of rectitude in the services was equally high 
notwithstanding the lower scales of pay. Attention was drawn to the 

* Note .—HosBftin Injam desires to add that Senior offieers who have held 
charge of important stations in the past and those who have hdd officiating 
charge of Grade I vacancies should not be relegated to Grtdo III Posts. 
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recent development in the U.K. to show that the pay in the administrative 
grades should be sufficient to secure the best talent. In England salaries 
for the higher posts ia this grade have been appreciably increased since 
the end of the war e.g., for heads of Departments by £600 (to £3,500) a 
year; for Deputy Heads of Departments or Directors by £250 (to £2,500) 
a year. It was pointed out that in the present conditions in- 
India so long as business houses were prepared to take Government 
servants offering much more lucrative terms and the only restraining influ¬ 
ence so far had been the refusal of Government to allow extravagant 
bonuses to count for exemption from E.P.T., it would be very difficult to 
I’etain the best men for heads of Departments on a pay in the region of 
Es. 2,000 only. We have given these arguments their full weight. For 
the reasons fully explained in Part II we consider that the salary of heads 
of departments should be so fixed that the maximum pay should not 
normally exceed Rs. 2,000. As regards the scales of pay for gazetted 
officers we feel that the rates of pay for officers in the Class I and Class 
II services should be uniform with those we have suggested for the other 
Departments. The senior Commissioners’ charges may carry a scale of 
Rs. 1,800—100—2,000 and the junior Commissioners' Rs. 1,300—60—1,600. 
The Class I time scale posts may be on scales identical with the Indian- 
Audit & Accounts Service while the Class II Income-tax Officers (Grade - 
III) may be on Es. 275—25—-500—30—650—E.B.—30—800. The Assis¬ 
tant Commissioners’ charges cannot, in our opinion, be equated with the 
junior administrative charges (which in the Income-tax Department include ■ 
tha Junior Commissioners); but we think that they are more responsible 
than those of senior scale (Grade I) Income-tax Officers. We accord¬ 
ingly suggest a remuneration for Assistant Commissioners of Rs. 1,000— 
50—1,400 as in the case of Deputy Postmasters General, provided that- 
the pay will be so fixed as to give an Income-tax Officer promoted as 
Assistant Commissioner a minimum advantage of Rs. 150. The Director 
of Inspection under the Central Bodrd of Revenue which is a post defi¬ 
nitely more important than that of a Commissioner of Income-tax should, 
ordinarily carry a pay scale not less than that of the senior Commissioner. 
Deputy Directors and Assistant Directors may be appropriately on the same ■ 
scale as junior Commissioners, Assistant Commissioners and senior Income- 
tax Officers according to seniority and responsibility of the officer selected. 
In regard to the Statistical Branch and the Central Revenue Chemical 
Service, the gazetted posts may be classified according to responsibility 
as the case may require into one or the other of the following scales— 
Rs. 1,600—1,800; Rs. 1,300—1,600; and Rs. 1,000—1,400 and Class I 
senior scale or Class I junior scale or Class II. For the ministerial and’ 
lower grade staff in the offices directly under the Central Board of Revenue- 
such as the office of the Director of Inspection the same scales of pay may 
appropriately apply as for similar staff in the offices of heads of depart-- 
ments working directly under Government. 

6. Regarding the subordinate executive grades, we feel that there- 
should be less disparity than is now the case between the three services 
under the Central Board of Revenue namely the Income-tax, Customs- 
and Central Excise as well as between the staff of the same department 
serving Sin different provinces. Government havte quite recenitly sanc¬ 
tioned a scale of Es. 100—120—(probation)^—130—10—^250—-E.B.—-10^ 
300—12^—350 for the cadre of Inspectors (including Examiners and Sur¬ 
veyors). We suggest a scale of Es. 125 (probation)^—160—10—330 and at» 
selection grade <2 Es. 250—15—400—^20—WO for them. The senior posts. 

153 



PART III 


'■will be required only in more important offices. A,claim was made before 
us that gazetted status should be confeired on Inspectors and Surveyors. 
We consulted the official representatives on this point and we agree with 
•them that the grant of gazetted status would be undesirable as it would 
merely cheapen gazetted rank without giving any return in administrative 
•efficiency'. 

7. The evidence which has been laid before us reveals the existence of 
even greater disparity in the ministerial line than in the subordinate 
executive line of the three departments under the control of the Central 
Board of Eevenue. One of the principal associations which gave evidence 
before us-r-the C.B.R. Ministerial Officers’ Union, Bombay, emphasised 
the need for removing the existing anomalies and made suggestions for a 
proper rationalisation. They have suggested the following scales while for 
Rome of these posts the department have under consideration certain 
uniform scales which were recommended by a special officer appointed to 
examine the question:— 

C. B. R. Ministerial Officers’ Special Officer’s 

Union, Bombay recommendations 

Category of post City Mofuasil 


Superintendents (including 
Head Aocountants), 


-Deputy Superintendents (in¬ 
cluding Assistant Superin¬ 
tendents). 


Assistants (including Head 
Clerks). 


'Upper Division Clerks to in¬ 
clude senior clerks. 


Bs. Bs. 

300—20—500 200—16—350 


250—15—400 150—15—300 


250—16—350 100—10—250 


100—8—180 60—5—100— 

—10—260+ —8—180+ 
S. P. 50 25 S. P. 


Superintendents’ or Supe r- 
visors Grade I—Head 
Clerk’s pay+Bs. 60. 

Deputy Superintendents 
or Supervisors Grade II 
Head Clerk’s pay+Rs. 
30. 

Head Clerks :— 

Bs. 125—10—195-8— 
275. 

100—5—150—7—185—5 

— 200 . 


Sjower Division Clerks inolud- 100—8—180 
ing junior clerks and weigh —10—250. 

Clerks. 

•Stenographers (including Substantive 
Comtists). Lower Divi¬ 

sion pay+ 
S. P. Bs. 50. 


60—5—100— 50—2—80—6—100* (in- 
8—180 eludes typists). 

60—5—100— 125—5—175—10—225 
8—180 + 

S. P. Rs. 25. 


Typists 


100—8—108 60—5—100— 

—10—250+ 8—180 + 

S. P. Rs. 25. S. P. Rs. 10. 


■Stenotypists 


75—5—100—5—160. 


It was ascertained that the Bombay Association had, in proposing the 
above scales taken 1939 cost of living index as a base with reference to 
vwhich present index stood at 250 and they had asked for cent per cent 
lincrease in the case of lower division and 50 per cent, in the case of higher 
■ministerial servants. They argued that the rates they had suggested were 
■ determined on the basis of actual expenditure necessary and incurred to 
(maintain the minimum standard of living. There was no margin for reduo-; 
ition in the standard which far from allowing any possibility of saving drove 
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tte employees into debt. The Departmental representatives on the other 
hand maintained that though the rates proposed by them were n6t related 
0 any specific price level they‘were even in the present circumstances an 
adequate living wage if a separate dearness allowance was granted in 
addition. 


received a complaint fronj one of the associations that al¬ 
though some sort of assurance had been given to them that the pay scales 
for ministerial servants would be revised, Government had withheld passing 
orders in the case of the reorganisation of the ministerial establishment 
although they had implemented it in the case of gazetted officers and sub¬ 
ordinate executive establishments. They prayed for interim relief with 
retrospective effect. The first Member G.B.R. explained that the reorgani¬ 
sation of the Class I Service and subordinate executive services had been 
completed before the Pay Commission was set up, while the proposal re¬ 
garding ministerial staff had gone up to Government thereafter. He stated 
that it was presumably for this reason and as the Commission are expected 
to deal with the revision of all ministerial scales of pay, that Government 
had deferred orders pending the report of the Commission. 


9. Other points made before us by witnesses of employees’ associations 
were (i) that there should be only one entry grade namely that of lower 
division clerks; (ii) that there should be sufficient scope for promotion for 
every lower division clerk to the upper division and therefrom to super¬ 
visory scales wherein more posts were necessary; (iii) that there should be 
no direct recruitment of graduates to the upper division and any weight- 
age that may be given to them even in the lower division should be only in 
regard to initial pay without a corresponding benefit for purposes of 
seniority; (iv) that for adequate promotion there should be a ratio of 2 
upper division clerks’ posts for each lower division post and in fact the 
employees of the Income-tax Department in the lower division were now 
employed on work which could be classified as requiring to be done by an 
upper division clerk; (v) a proportion of the executive grades should also 
be opened for ministerial staff not as a matter of selection as at present but' 
by right for men of proved efficiency which may be established by means of 
any competitive test; (vi) that there are at present far too many posts in 
which persons have been kept on a temporary basis for many years. 

10. The Department seemed inclined to prefer uniform scales as they 
attached greater importance to uniformity within the Department than to 
correlation between Central Government employees serving in a province 
and the corresponding categories of provincial employees. They also argued 
that it would be more rational to have only one basic scale for a class of 
employees and service in-a costly area w'ould more appropriately be compen¬ 
sated by the grant of a local ailowance rather than by grant of a separate 
higher rate of pay. 'We agree with this view and are opposed to fixation 
of special new scales for Bombay and Calcutta cities as distinct from the 
general scales, since the 'grant of special scales would result in anomalous 
pensionary benefits and administrative inconvenience in a cadre where there 
is a liability to transfer. 

11. As regards the scales of pay of the subordinate ministerial and in¬ 
terior establishments which will be reclassified as Class III and Class IV 
service, we consider that uniform rates are desirable as between different 
Central Government Departments. The rates that we have suggested in 
the ease of the Indian Audit and Military Accounts Departments for'Upper 
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Diriisioja clerks (graduates Es. 80—220) and Lower Division Clerks and 
typists (Es. 65—130), Eecord Clerks (non-matric Es. 40—60), Notice 
Servers (E«. 38—50),'Daftries and-Jemadars (Es. 35—50), Peons (Es. 30— 
35), etc., should apply to the Income-tax Department. We do not consider 
it necessary to have a separate grade of Assistants. Stenographers may 
be on the same grade as Upper Division clerks and a selection grade of 
Es. 200—10—250 for the cadre as a whole allowed in offices of Assistant 
Commissioners and Heads of Departments. A head clerk of an average 
office may be given a special pay of Es. 25 over the pay in the clerical gi'ade. 
But a selection grade on a scale of Es. 2.50—15—325 may be provided for 
some of the more important offices. Superintendents of important sections 
in a large office such as that of a head of a department may carry Es. 250— 
15—400 and there may be a certain number of selection posts on Es. 400—- 
26—500. 

12. The fixation of the mimber of Upper Division posts and a decision 
as to the number and character of the supervisory posts which work in 
each office would justify must rest wnth Government. We are not able to 
make any specific recommendations in this reffard but recognised that a 
higher proportion of upper division to lower division clerks may be justified 
in. certain departmental offices. We were, however, assured that under the 
proposed reorganisation which is under consideration of Government com¬ 
plaints of under-starffing of offices, inadequacy of supervisory posts, em¬ 
ployment of lower division men in upper division charges without addi¬ 
tional remuneration and delays in confirmation of temporary staff would, 
to a large extent, be obviated, 

13. Many of the witnesses of the ministeri-il and low'er executive grades 
. made a point that the T. A. rules afforded them little if any compensation 

for journeys on duty within the 5-mile limit of their headquarters. We 
appreciate that the work in this department as in other revenue earning 
departments must necessitate frequent journeys and we w-ould like Gov¬ 
ernment to consider whether a more liberal system of conveyance allow¬ 
ance should not be introduced or in the alternative payments for such 
journeys could not be more freely met from contingent grants. 

4. Customs Depaetmext 

The Customs Department is one of the oldest departments under the 
administrative control of the Central Board of Revenue. It is concerned 
with the levy of customs duty at the principal ports, namely, Bombay, 
Calcutta, Karachi and Madras. The work at the minor ports which was 
first organised on a provincial basis was later assumed by the Central 
Government. On grounds of convenience, customs work in relation to 
these ports is done not by the Collector of Customs of the principal ports 
but by the Collectorates of Central Excise and Salt. The consequent inter¬ 
relation of w'ork renders it all the more important that there should be fair 
parity between the staff of the Customs and Central Excise Departments. 

2. At the head of the customs organisation at each major port is the 
Collector of Customs under whom there are Assistant Collectors. The 
Customs Department consists of two main branches (i) Preventive, which 
is occupied with the prevention of smuggling and the inspection of baggage, 
and (ii) Appraising, which is responsible for the valuation of cargo and 
levy of duty. The office proper includes the Statistical, Audit and other 
Miscellaneous Branches. Each major port has a laboratory to enable it 
to deal with the analysis of dutiable commodities. 
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3. The Gazetted Officers of the Customs Department who control and 
supervise its work are drawn from the Imperial Customs Service and it 
being a ‘pool’ department, a reservation of posts also exists for members 
of the ‘pool’. The rates of pay of the Imperial Customs Service (both old 
;and revised) correspond to those of the Indian Audit & Accounts Service 
and recruitment is made in the same manner. We have received no repre¬ 
sentations from the Imperial Customs Service but are aware of the fact 
that the existing revised scales of pay have been felt to be inadequate 
particularly in the case of new entrants to the service who have to work in 
the costlier cities in India carrying a responsible charge. In our view the 
same basm scales of pay as we have suggested for all other Class I Services 
should apply to the Imperial Customs as well. Government must deter¬ 
mine which of the posts on the cadre of the service should be declared as 
senior charges. When this is done, the special allowance attached to certain 
charges like Assistant Collector, Preventive should disappear. The Collectors’ 
pay should be on a scale of Es. 1,800—^2,000, no special grade being neces¬ 
sary for one senior Collector as at present. The post of Director of Inspec¬ 
tion which will probably be common to the Customs and Central Excise 
will in view of its importance carry a pay scale not less than that of a 
Collector of Customs. This is what we have suggested for the analogou* 
post on the income-tax side. A point to be observed is that the maximum 
•of the time scale of the Imperial Customs Service has always remained 
slightly higher than that of other services, mainly because there is no inter¬ 
mediate junior administrative grade between the time scale and the post of 
a Collector. So long as this position continues, we recommend that a 
person who reaches the maximum of the ordinary time scale, namely, 
Es. 1,150 of the Imperial Customs Service, and does not on account of lack 
of vacancies obtain promotion as Collector shoqjjd be permitted to draw 
three more annual increments of Es. 50 extending the time scale to 
Es. 1,300. This corresponds to the advantage we have given "to certain 
Eailway services like the Medical Service. 

4. We have received representations from the Appraising, Preventive 
and Ministerial Branches of all the Customs Houses and representatives of 
these Branches from the two principal ports—Bombay and Calcutta—also 
gave oral evidence before us. Their evidence disclosed the same lack of 
uniformity in pay scales and even in designation of categories of posts 
between different ports as we have observed in regard to the difference that 
exists between the different revenue departments inter se. The Appraising 
Staff Association represented that Appraisers should be designated a Class 
II Service and allowed gazetted status. In Bombay where there are 
Examiners, their request included the absorption of the Examiners into 
the grade of Appraisers. The rates of pay asked for were: — 


Principal Appraisers . 

Appraisers . . . . 

Examiners or Junior Appraisers . 


Bombay Galeutta 

Ba. 700—35—1,050 Rs. 950—1,250. 

Rs. 350—25—475—EB— Rs. 400—35—640 

30—775 —40—1,100. 

Rs. 200—16—360—EB— 

25—610. 


Gazetted status WRS claimed on the basis of the importance and respon¬ 
sibility attached to the posts. The representatives of Bombay Appraisers 
however preferred to retain the right to draw overtime earnings if the 
admission to gazetted status would withdraw this benefit. The scale of pay 
claimed was described as not only justified on the basis of a permanent rise 
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in prices but as also warranted by the necessity to keep an officer like am 
Appraiser above need and temptation. The Bombay Association had fixed’ 
their scales on a stabilisation index figure of 175 while the Calcutta' . 
Appraisers had adopted 200 as their basis. The Appraisers qlaimed dearness 
allowance in addition to the scales proposed. A complaint was made that 
although permanent vacancies existed officers were kept on an officiating 
basis for years together. 

In regard to the classification of these posts we see no sufficient reason 
for changing the present position. Principal Appraisers who will possess 
gazetted status may be on a scale of Bs. 500-—30—650—E.B.—30—770— 
30—800 in all ports. We propose a uniform scale of Bs. 230—15—^275— 
E.B.—25—500—E.B.—25—625 for Appraisers in all major ports. 

In regard to Examiners in Bombay we have been infohned that they" 
merely do the work which in Calcutta is done by Preventive Officers and 
as they are not responsible for making any appraisement of value, their work 
is different from that of Appraiserp. We, therefore, consider that a scale 
of Es. 125—125 (probn.)—160—10—^250—E.B.—10-^50 which we recom¬ 
mend for Preventive Officers will be adequate for Examiners also. A 
selection grade of Es. 280—15—400 may also be provided. 

5. The representatives of the Preventive Service asked for higher rates, 
of pay as below: — 

Bombay 

Chief Superintendent . . . Re. 800 . . . . ’ 

Superintendent . . . , Rs. 600—26—676 

Inspectors ... . Rs. 400—-20-^500 

Deputy Inspectors (Preventive Officers) Rs. 250—15—370 
Sub-Inspectors (Assistant Preventive 
Officers).Rs. 120—8—200 . . V 


J 

Preventive Inspectors . . Madras Rs. 350—30—800 

Preventive Officers .... Do. Rs. 250—20—550 

.There was a general desire that Class II Government servants of the Pre¬ 
ventive Service should have gazetted rank. The Bombay representatives.- 
explained that the rates of pay proposed by them had been based on the 
Provincial Police scales as their duties were similar; and in view of the 
day to day contact between the Preventive Service and the Police, they 
urged that their pay and status should also be the same. The Calcutta 
representatives vehemently opposed the continuance of the present over¬ 
time arrangements. They complained that they had reached a stage at 
which they could stand no more overtime. It has always been recognised, 
they argued, that the basic emoluments of preventive officers were fixed 
rather low at the time of the previous revisions by taking into account the 
opportunity for earning overtime. They maintained that they had pitched 
their pay scales as high as they had done because they wished the overtime 
system to be discontinued. The Bombay representatives seemed satisfied’ 
as regards the earning of overtime and their chief grievance was the con¬ 
tinuance of the grade of wharfingers in respect of which the present status 
and rates of pay were regarded as totally inadequate. Lack of proper 
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the entire ser¬ 
vice with spe¬ 
cial pay of 
Rs. 260 for 
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Rs. 400 for 
Chief Inspect 
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accommodation, absence of adequate house-rent allowance and of convey¬ 
ance allowance were also grievances voiced before us. Increases in the* 
uniform and rummaging allowances were also demanded. The official wit¬ 
nesses whom we examined (Messrs. Greenfield and Hardaker) 
agreed that overtime earnings had very likely been taken into account in¬ 
fixing the pay scales of the Preventive staff. They, however, felt that the 
complete abolition of overtime would neither be feasible nor desirable in ■ 
the circumstances in which the Customs Department had to work and they 
thought the hardships of the Preventive staff of Calcutta were not as serious 
as they were sought to be made out. They agreed that the earnings in the 
shape of overtime and rewards were sometimes excessive and it was desir¬ 
able to do away with the system of rewards which was bad for service 
morale. They were of the opinion that the rates of pay asked for by the 
Staff Associations were definitely too high. Mr. Greenfield did not accept 
the comparison of the work of Preventive Officers with that of the Police 
but suggested that a parity between the Customs and the Central Excise 
was a more urgent need. On the suggestion about the abolition of the class 
of wharfingers he maintained that as work differs from one port to another, 
and work done in a dockyard port like Bombay is different from that in a- 
river port like Calcutta where all ships have to be manned, it would be 
hazardous to abolish the present system without further careful enquiiy 
both on grounds of greater cost as well as loss of revenue. Having due 
regard to these considerations we regard the following rates as'suitable for- 


the executive staff:— 

Class II Service — 


Chief Inspectors ....... 

Rs. 600—30—660 with- 
special pay of Rs. 75 
for Bombay and Cal¬ 
cutta. 

Inspectors Grade I ...... . 

Rs. 325—25—560. 

Class III — 


Inspectors Grade II (corresponding to present Preventive 
Officers) ........ 

Rs. 125—126 (JProbn.)— 
160—10—260—EB—10 
—360. 

Inspectors Grade EH— ...... 

(corresponding to present Assistant Preventive Officers 
or Wharfingers). 

^9. 88—*4— 

—170, 


It will be observed that we recommend uniform scales for all ports except 
in'the case of the Chief Inspector in whose case it will not be possible to 
adjust the number of posts to the extent and responsibility of the work. 
Officers of the Preventive Service will, as at present, be eligible for over¬ 
time allowances though we recommend that the hours of overtime working 
should be reduced to the extent it is administratively possible by employ¬ 
ing an adequate number of staff.* 

6. The general side of a Custom House has two other categories of' 
gazetted posts, namely the Auditor and Chief Accounts Officer. These posts 
are open for promotion from lower ranks. Considering that a scale of 
Rs. 500—30—650/30—710 would be suitable for these posts, they should' 
fall into'Class II Service. 

•Mr. Anthony considers the scales proposed represent little, if any, improvement 
on the post-1951 scales. He recommend for Grade I Inspectors a scale of Ba. 

25—550. For Inspectors Grades II and III be enggests the scales of Es. 150—lu-' 
(Probn.)—160—l(l-250/E,B.—10-375 and 75-4-176 respectively. 
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7. The Laboratory has the following type of posts for which w‘e propose 
ithe rates indicated b.elow: — 


(1) Chemical Examiners Grade I 

(2) Chemical Examiners Grade II 

(3) Assistant Chemical Examiners 

(4) Chemical Assistants Grade I . 

(5) Chemical Assistants Grade II 

(6) Laboratory Attendants 


. Rs. 600—40—1,000—1,000 
—1,050—1,030—1,100 
—1,100—1,160. 

. Bs. 350—860. 

. Rs. 276—26—500—30— 
590. 

. Rs. 260—10—300—15— 
450—26/2—500. 

. Rs. 160—10—330. 

. Rs. 40—'2—-60. 

Rs. 60—3—75. 


8. Eegarding the ministerial staff of the Custom House which consists 
of Superintendents, Deputy Superintendents, Upper & Lower Division 
‘Clerks, Stenographers, etc., and the lower staff, i.e., comprising Dafiadars, 

• Jemadars, Peons, etc., we recommend the same rates of pay as have been 
suggested for similar staff belonging to Class III and IV Services in depart¬ 
mental ofBees. 

For the Boat an<P Launch Establishment and outdoor inferior staff we 
suggest that the rates which we have recommended for Jemadars and 
Peons respectively may be applied to khe semi-skilled and unskilled cate¬ 
gories while for skilled workers scales of Es. 40—2—60, Es. 60—3/2—75 
: and 75—3—105 may be found appropriate. 

5. Centr.al Excise 

The Central Excise, Salt and Opium Branches under the C. B. E.; 
have had several transmutations and they have been considerably 

• expanded during the last half a century. The Salt and Excise Depart¬ 
ment was originally administered by the Provincial Governments, except 
in regard to the operations in the Salt Mines of the N.-W. F. P., Punjab, 
Eajputana and Central India. The latter were under the control of the 
Northern India Salt Eevenue Department which bifurcated about ten 
years ago when the charge became unmanageable. The customs work in 
minor ports was added to the task of the Collector of Salt Eevenue and 
after the introduction of provincial autonomy. Salt became differentiated as 
a purely Central subject. As and when new Central Excise duties were 
brought on to the Statute Book the work of administering the new Acts 
was also transferred to the various Collectors of Salt and Excise. Opium 
continued to remain under a Special Agent till recently when steps were 
taken to assimilate this post with the Central Excise Department, 
Allahabad., 

2. The latest position is that there are 5 Collectors of Central Excise 
and Salt with headquarters at Madras, Bombay, Delhi, Allahabad and 
Calcutta. The head of each regional organisation is the Collector. Till 
recently there was little uniformity in regard to the conditions of service 
of the staff and officers working under the Collectorate. The rates of pay 
in each province followed the provincial scales and regrouping of areas and 
the formation of new Collectorates brought to the fore the necessity for 
standardisation of designations. The substantial amount which is now 
■derived as revenue from Central Excises also renders it important that the 
-service should be properly organised and efiSciently maintained. We 
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uoderstand that a special staffing enquiry has been made and the re¬ 
organisation proposals are imder consideration. The Goveinment 
representatives who appeared before us have informed us that this re¬ 
organisation will remove many of the existing anomalies and bring about 
greater imiformity and efficiency. A- basis of normalisation which has been 
suggested is the equation between similar posts in the Central Excise and 
Customs. On the merits of such equalitarian treatment we do not feel 
competent to comment as we are not fully seized of the nature of the duties 
and responsibilities of the different categories of posts in the two Depart¬ 
ments. Staff associations have vehemently protested before us about the 
inequality in treatment between staff serving in the three sister branches 
of the same revenue administration. Ordinarily an upgrading will be 
justified only if the existing scales are unfair or the upgrading is expected 
"to result in increased efficiency. Some representatives of the^ Central 
Excise staff have also drawn comparisons between their conditions of 
service and those of the provincial excise staff which are stated to be more 
attractive. This might be so in certain provinces but in some of the other 
provinces such equation will bring no advantage to the Central Service. 
The official witnesses were inclined to argue that even for lower executive 
appointments, uniformity of pay throughout the Department was of great 
advantage from the point of view of administrative convenience since t^ 
limits of the present collectorates extended beyond provincial boundaries 
and the work done by Central Excise staff differed both in nature and 
fesponsibilities from that done bv Provincial Excise staff. The proposals 
made by the official representatives which are stated to be under the 
•consideration of Government are as below;— 

Category of post Soslee proposed 

Rs. 

Collector 3,000—*100—*3,000 

Dy. Collector.Aa already fixed, ♦.«. 1,000—100—1,600. 

<By selection from whole field of Asst. Col- Delhi should have one. 
lectors). 

Asst. Collector ... . . • 250—*275 (Probn.)—*300—36—00(h—36—* 

fBy direct recruitment and promotion 960—60—1,060. 
through P. C. from Superintendent). 

Buperintendent (By promotion through 36(^—16—600—*20—000. 

P. 0. from Inspector Ist Class). 

Inspector 1st Class (By promotion from 160—*10—*300—-EB—10—‘300. 

2nd Class). 

Inspector Ilnd Class (age limits 19-20) . 100—’6—140. 

3. We agree that there should be an attempt at rationalisation both in 
regard to the categorisation of posts as well as in regard to the rates of 
pay. The present rates of pay granted to executive subordinates, in 
particular, have been extremely low and are a source of discontent— 
typical scales being as below;— 

Rs. 

Supervisors ... . * • . 30—1—46. 

Inspectors . * • * ... 7(b—140. 

\ 

Dy. Superintendents .... 160—260. 
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,WiiiQ68se8 emphasised that the qualifications required from reormts and 
file nature and variety of duties performed demanded a considerably 
higher scale of emoluments. 

4. As far as Class I posts are concerned, we thjnk that there^ should' 
be no differentiation between Central Excise on the one side and Customs 
on the other. The major charges of Collectors will accordingly carry a 
scale of Es. 1,800—100—2,000. If any of the Central Excise Collectore’ 
charges are relatively lighter than others like the charge of Junior Commis¬ 
sioners of Income-tax, we would recommend their relegation to the pay 
level of the latter t.e., Es. 1,300—60—1,600 so as to avoid a natural 
source of discontent. In regard to the pay of Deputy Collectors we feel 
that it should merely be a senior scale appointment in the Class I scale 
with the scope to go up to Es. 1,300 as in the Customs Service. The 
Assistant Collector will be an officer on the junior scale of Class I. ^ We- 
assume that the number of senior sea.'e posts in the departments will be 
so fixed as to secure a balanced cadre. 


5. In regard to the posts of Superintendent and Deputy Superintendent,. 
Inspectors 1st and 2nd Class etc., we recommend that the scales of pay 
should fairly correspond to the rates we have recommended for the Preven¬ 
tive Service in the Customs Department. It seems unnecessary to equate 
the post of Superintendent with that of Chief Inspector; a scale of 
Es. 275—25—500—E.B.—30—650 is accordingly recommended as the post 
will be a gazetted one in the Class II service. Deputy Superintendents so- 
,long as the charge is retained, on the basis that they will be promoted 
from Grade I Inspectors, may get Es. 260—15—350. For Inspectors 
Grade I, a scale of Es. 125-—125 (Prob.)—160—10—300 would be adequate. 
If posts of Deputy Superintendents are abolished some posts on that scale 
may be retained as a selection grade for Inspector Grade I. For Inspectors- 
Grade II we recommend a scale of Es. 80— 4 —120—5—170. 

6. As far as the ministerial staff and outdoor establishments are con¬ 
cerned as also in the case of the categories now. styled ‘inferior’ we 
recommend that there should be no variations from the terms allowed ini 
the ease of similar staff in other Central Departments like Customs, 
Income-tax, etc. Some of the strongest grievances we have heard relate 
to the employment of a large body of staff on seasonal basis from year to 
year and the retention of a large number of employees on a temporary 
basis for a long time without any chance of confirmation. A further 
complaint was that chances of promotion from the ministerial to the 
executive line through which alone opportunities of further advancement 
could be opened were totally inadequate. In regard to the first two 
complaints we were assured that the present staffing enquiry which is 
being conducted will remove the cause of the grievances. In regard to 
the last point, however, the official representatives were of the view that 
there were at present far too many officers of the ministerial calibre who 
had gravitated to the executive side and such a feature was not in the best 
interests of administration. While appreciating the force of the objection, 
for the time being, we think that in the long term interests of the service, 
fair opportunities should be provided for the promotion of persons of merit 
up to the 5th or 10th year of service, say up to the age of 36 on passing a 
departmental test if necessary. 
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T. In regard to the technical 5 iafE of different grades working in the 
Sflit Sources, the following are the main grades:— 

Ba. 

Olaitl— 

Qmeral Manager . ... 

Cbief Mining Bngineer 

Addl. Chief Hining Engineer , 

Electrical A Mechanical Engineer 

OUtsa II — 

Labour Welfare Officer . . . 400—20—■OOO'l Bevieed scales. 

Asstt. Electrical Engineer . * . . 350—600 j 

We understand that in view of the Board having undertaken the produc¬ 
tion of gypsum for the fertiliser scheme and for other reasons, the whole, 
question regarding salt production will shortly come under review by 
Government and a drastic reorganisation of the technical personnel might:, 
take place. In the circumstances we consider it unnecessary to make 
detailed recommendations; but Government would doubtless be able’to - 
fix salaries for permanent posts on the analogy of the scales we have 
recommended for comparable posts in other departments, and with due 
regard to the conditions of work in the salt sources. ( Thus, for subordinate 
technical staff like Power Station Supenvisors, Mechanical Supervisors, 
Electrical Supervisors and Overseers, Construction Overseers, etc., the 
rates which we have suggested for similar staff in the Eailway Department 
and the C. P. W. D. may furnish a suitable indication. Other slrilled and 
semi-skilled staff like Mistries, Electricians, Engine Drivers, Wiremen, 
Power House Drivers, Turners, Carpenters, Tinsmiths, etc., may he fitted 
into one or the other of the workmen’s grades which we have suggested 
i.e., Es. 85—60; 40—60 ; 60—75 ; 75—105 ; 90—120 according to the degreq 
of skill possessed. 

8. The Central Excise Officers Association of the Delhi Colleotorate 
have represented about the hardships to which employees are subject 
when working at salt sources which are isolated areas with no facilities or 
amenities of any kind where .most of the work has to be carried on out of 
doqrs and the heaviest work invariably falls in the summer months. They 
complained about the withdrawal of certain concessions in the matter of 
housing, water, and electricity which they had formerly enjoyed. They 
also pointed out that the same hardships fell to the lot of personnel 
engaged on the Tobacco Excise Scheme'since the tobacco season also 
toincided 'with the hottest months of the year. It was stated that the 
conditions of touring were most exacting and no facilities existed and that 
the present travelling allowance rates, particularly the daily allowance, 
were inadequate for touring officers; and it was suggested that a liberal 
conveyance allowance should he granted to such officers. These harihips 
appear to extend /o officers, to executive subordinates as well as to lower 
grade personnel. We brought these hardships to the notice of the Member 
of the Board in charge of Central Excise. We think that some at least of 
these complaints represented real difficulties and they deserve sympathetie 
ocmsiideralioii. 


1,160-1,400 (Old). 
1,000 (Bev.). 
1,000—1,400. 
800 — 1,000 
700—25—960. 
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B. Central Bevenues-—Chemical Bek vice 

The Central Board of Revenue maintains a number of Laboratories in 
the different Customs Houses as well as in the Opium Factory-at Ghazi- 
pur besides a control laboratory at the headquarters of Government. At 
4he time when the Customs administration was under the Provincial 
'Governments, the Jatter employed their own chemical analysers for testing 
samples etc, for purposes'of appraisement. When the work was taken 
over by the Central Government and the tariff became complicated in 
its application, the Government of India decided to start a laboratory in 
•each Custom House. As there M'as at first no idea of having a separate 
service of Chemists the rates fixed for chemists are on a haphazard basis 
at each port. The Central Control Jjaboratory came into being on 
■account of the necessity to resolve conflicting decisions taken by different 
•Custom Houses and to co-ordinate the results of the analysis of samples. 
.As reorganisation took place only after 1931, the revised scales of pay 
were in the background in fixing the pay of all posts with the result that 
we have received complaints that not only are the scales of pay inade¬ 
quate for the class of work done but there is great variation between the 
•scales allowed in the C.B.R. laboratories and those prevalent for similar 
■categories of posts with comparable qualifications and responsibilities in 
■other departments. 

2. The Chief Chemist of the C.B.R. Control Laboratory who gave 
■evidence before us furnished an array of convincing data in support of 
'his plea that all scientific services should be placed on a uniform basis. 
He argued that though the Customs Laboratories were not designed to 
•do research work and were concerned more with problems arising from 
day to day routine analysis of samples, it would be invidious to distin¬ 
guish between the work of scientists whether working in an institution 
conducting pure research or dealing with the problems of applied science 
or employed in teaching as a vocation. He pressed that the Chemical 
Examiner and the Assistant Chemical Examiner should be placed in Class 

I and Class II respectively while Chemical Assistants (non-gazetted) 
should be placed on a level with similar scientific assistants in other 
Departments and Laboratories. 

3. As we have already indicated in an earlier chapter, we recommend 
that the post of Chief Chemist should carry the same scale of pay as the 

ihead of a smaller department i.e., Rs. 1,600—100—1,800 while posts of 
Cheiiiical Examiners in the Class I Service, must be allocated on ttie 
basis of the volume and importance of the work, into junior or senior scale 
■charges. Gazetted posts of Assistant Chemical Examiners will he a Class 

II service on a scale of Es, 275—25—500—E.B.—30—^50. In regard to 
the non-gazetted posts of Chemical Assistants provided the qualification 
is not less than a research degree two grades of Es. 160—10—330 ' and 
Rs. 250—10—300—15—450—25/2—500 should be adequate. 

For ministerial staff, the scales may be sirailai to those obtaining iif 
the office of the Director of Inspection which is directly under the Cen¬ 
tral Board of Revenue. As regards the minor grades such as Laboratory 
Attenders the scales which we have recommended elsewhere vie: — 
Rs. 40—2—60 and Rs. 60—3/2—75 should suffice. 

7. Sbchbity Printing Press, Nasik 

The Security Printing Press, Nasik, also houses the Currency Note 
Press and the Central Stamp Store of the Government of India. Up to 
1862, Indian postage stamps were printed by the Survey of India from 
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plates made at the Calcutta Mint but later a London lirni obtained a 
eonteact for the work which continued until 1924. As a result of investi¬ 
gations made in 1923, the Government of India decided to open a Secu¬ 
rity Press in Nasik and the Press came into existence by the end of 
November 1925. The Central Stamp Store was added to the PreSs in 
1928. The Store distributes the products of the Press to over 600 Trea¬ 
suries spread all over India and Burma and also holds reserve stocks for 
the purpose. Ip 1926, the Security Press also took over the printing of 
eurrency notes which, since 1861 when currency notes were "first issued,, 
had been printed On behalf of India by the Bank of England. The Depart¬ 
ment of the Press which uses the letterpress method for adhesive postage 
steunps, post cards and band rolls etc. and lithograph for bank notes, 
imprest stamps, cash certificates, etc. comprises a number of technical 
sections besides the regular offices. 

2. The Security Printing India StaS Association have represented th^ 
as the Press is a unique one of its kind in India, which turns oufproducis 
comparable to those produced by security concerns in Britain and America, 
the standards of remuneration of workers should be judged on a special 
basis. They have complained that the Government salaries are below the 
marifet value of these categories and the revised scales are totally, m- 
adequate. We have also received representations from various groups of 
employees of the press.' These representatives have suggested 
that the minimum wage cannot be less than Es. 60 and pay scales for 
further higher grades should conform to market conditions. One of the 
suggestions was that a Trade Board comprised of an equal number of 
representatives of the workers and employers should determine the ques¬ 
tion of wage differentials looking to the labour and skill involved in 
different occupations. Further demands were that piece-work rates should 
ensure a guarantee of reasonable minimum on the time basis and over¬ 
time work should be abolished. A demand has also been made by the 
Control staff that quarters should be provided rent-free for all workers and' 
on the analogy of working as a commercial concern parity of service bene¬ 
fits has been claimed with railway employees on matters such as Provi¬ 
dent Fund, Grattiity, etc. 

8, The principal categories of permanent posts in the Press are the-. 
foHowing:— 

Rs 

OUut I— 


Mestw, Security Printing 

Deputy Master 
Assistant Master 
Deputy Controller 
Aaststant Controller 


. 2.000—200—3,000 (old)/I,600—100— 

2,500 (new). 

. 1,000—50—1,400. 

. 600—25—600—30—900. 

. 800—50—1,450 (old)/650—1,000 (new> 

. 860—600. 


Oiaas It — 

Head Engraver . . . . 

Engraver , . . . . 

Labour Officer 

Heed Engineer & Senior Supervisor 


700—50—1,000. 

700—50—900(old)/650—25—800 (new), 
400—20—600. 

600—25—750. 
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OUut III- 

- 

- 

400—40—000 (old). 

Supervisors . 

330—20—590 (Bev.), 


200—550 (old). 

Junior Supervisors 

200—340 (Bev.). 


100—300 (old). 

Assistant Supervisors 

, , , ..- 

100—180 (Bev.). 

760—60—1,000 (old). 

Chief Inspector 

440—640 (Bev.). 


200—660 (old). 

Inspector 

Assistant Inspeotor 

200—440 (Bev.). 

100—300 (old). 

100—270 (Bev.). 

ChiefWarder 

. 176—200. 

Head Warder 

. 70—160 (old) ; 60—136 (Bev,). 

Warder 

. 41—46. 

Timekeeper 

. 76—150 (old) ; 60—125 (Bev.). 

Office Superintendent 

. 250—650 (old) ; 160—280 (Bev.). 

Head Clerk 

, 170—230 . (old) ; 150—200 (Bev.). 

Accountant . 

. . . 200—500 (old) ; 200—400 (Rev.). 

Storekeepers. 

... . 300—400 (old) ; 260—400 (Rev.). 

Asstt. Storekeepers. 

. 100—300 (old) i 100—230 (Rev.). 

Stenographers . 

. 160—200 (old); 80—165 (Bev.). 

Clerks .... 

, 60—200 (old); 40—176 ; 60—120 ; 

and 40—-80 (Rev.). 

Havildars . . . 

. 16—21. 

Office Peons 

.' 16—20. 


The majority of the Labour staff are on daily rates of pay, wages being 
regulated in accordance with a schedule of rates the Master possessing 
delegated powers to vary the scales within limits. 

4. Consistently with what we have adopted as ceiling levels for sala¬ 
ries, the pay of the Master cannot be greater than Es. 1,600—^2,000 which 
is what we have suggested as the range for the heads of the larger 
departments. Deputy Masters may then be on the scale of Es. 1,000—^ 
—1,400 which we have recommended for Deputy Heads of certain 
departments, such as Dy. P.M.G. In view of the technical qualifications 
and the training required, we agree that the posts of Assistant Master, 
Deputy Controller and Asstt. Controller should be treated as Class I 
posts being classified as senior or junior scale according to responsibility. 
In regard to the technical posts of Head Engraver and Engravers we note 
that their present pay scales are higher than the maximum for Class H; 
but we do not deem it necessary on this ground to recommend any change 
in the classification. It may however be proper in the cabe of some of 
the Class III posts like Supervisors," Chief Inspector and Inspector to 
place them on scales falling within the range of Class IT in which ease 
suitable scales would be for Supervisors Es, 350—25—500—30—650, for 
Chief Inspector Es. 500—30—650—30—710 and for Junior Supervisors 
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4Uid Inspecitors — Ks. 200—15—320—20—600. The pay scales for Ae- 
«ouiitant8 and ministerial staff may be fixed on the lines of the scales 
suggested for the Audit Department while for ofldce staff belonging to 
•categories now designated as ‘Inferior’ and Warders, etc. a suitable guide 
may be the scales for similar staff in the Customs Department. In regard to 
Labour staff, we consider that for semi-skilled, skilled, and extra-skilled 
workmen, the principles we have suggested elsewhere should regulate 
their remuneration and the scales indicated for similw: categcoies in the 
Mint might be found appropriate. 

5. A main complaint was that a Iswge proportion of the staff are kept 
•on a temporary basis though many of them have served for' more than 
10 years. Our general recommendations on this point made elsewhere wiE 
govern this matter. As regards daily rated workers, our recommendation 
has been that as far as possible they should be employed on a monthly 
rated system and should be given all the privileges available to monthly 
rated employees. The question of' putting unskEled labour on a graded 
system or time scale has also been considered elsewhere and we have 
suggested a scale of Es. 30—35. The representative of the Security 
Press Union alleged that there was a high incidence of tuberculosis among 
workers in this Press on account of the conditions of work obtaining there. 
He could not however give any statistics or medical opinion in suppcBrt 
of this allegation which surprised us the more as Nasik is generally regard¬ 
ed as one of the healthiest areas in the Bombay Presidency. We ques¬ 
tioned the Labour Commissioner of the Government of India on this point 
and he too was not aware of any such complaints having been brought to 
his notice but promised to look into the matter. As the allegation has 
been made, it deserves to be examined and if it proves well founded 
-appropriate remedies must be adopted. 

8. Mints 

IVom the days of the East India Company there were Mints in the 
three Presidency Towns. After the Madras hlint was closed down, all the 
work was done in the Bombay and Calcutta Mints. The Head of the Mint 
is the Mint Master who is a B.E. Officer. The two Mints comprise the 
following. branches 

(i) Office under an Accountant; (ii) Bullion Department; (iii) Melt¬ 
ing Department; (iv) Mechanical Department under a Works 
Manager; (v) Stores Department; and (vi) Warders Depart¬ 
ment under the Superintendent of Watch and Ward. 

The increase in circulatipn of coins, both silver and alloy and of small 
•coins, necessitated an expansion of the Calcutta Mint, but this had, 
however, to be deferred on account of the "transfer of a portion of the 
Mint to Lahore during the war period. The Lahore Mint is now being 
transferred to Calcutta. 

2. The Mint Workers Union, Bombay, contend that the existing 
standards of remuneration for all grades of workers are inadequate and 
have made the following demands:— 

(a) that Government should first determine the minimum living wage 
which would satisfy the minimum requirements of an un¬ 
skilled employee; 
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(b^ that the miaiiiiiii*! wages of the employees belonging to other 
categories should be so fixed as to bear a definite relation to 
the minimum wage of an unskilled worker dependent upon 
the nature of work and responsibilities, hours of attendance, 
skill or special qualifications, risks undertaken, etc.; 

(c) that the scales of pay should be on time scales with annual 

increments; 

(d) that all employees should be on a monthly rhted basis; 

(e) that there - should be no racial, commimal, national or any 

other discrimination in the matter of salaries. 

Taking Rs. 60 as the minimum living wage for the unskilled worker in 
Bombay, • the Union suggested the following scales for various grades (rf 
Mint Workers:— 

Ra. 

TJnakilled omployeea .... 60—'S—75. 

S6mi*8ktUed employees . . 65—4—*85. 

Semi-skilled Supervisory employees. . 90—5—180. 

Skilled employees & Ministerial staff . 100—5—160—10—300. 

Skilled Supervisory & Ministerial staff . 325-—25^—800. 

They, also asked for free accommodation for all employees or house-rent 
allowance at 20 per cent, of pay in lieu thereof. 

3. The Mint Master, Bombay, has also suggested an upward' revision 
in the scales of pay of all categories of Mint employees on the basis that a 
substantial part of the rise in the cost of living since the revised scales of 
pay came into force (which were inadequate even when they were intro¬ 
duced) will now be of a permanent character. He has suggested that 
any fixation of pay should take note of the fact that with the growth of 
business and industrial activities in India, Government are no longer the 
main employing agency but have to compete with private firms and 
undertakings particularly in regard to technical staS. We indicate below 
the main categories of staff employed in the Mints, their present scales of 
pay, the Mint Master’s proposals and the scale of pay which we 
recommend:— 

Prasoiit 
Ra. 

ClOM I — 

2,000—3,000 (old) 

Mint Moater .- 

R— 1,500—100 -2.600 , 

1,2.50—1,750 or 1,000— 

60—1,500 (old) 

Dy. Mint Master.- 

R— 1,000—50—1,400 
600—1,200 (old) 

Chief Aseayer - 

R— 500—1,000 

JI— 

Deputy Assayer 450—760 (R) 

Works Manager 600—800 

Refinery Super- I 

intendent (or) ( 800—800 

Dy. Works f -^- 

Manager. | R—530—050 


600—700 590—800 

1,000—1,200 600—1,150 

1.000—1,200l. 590—800 

16 ^ 


Mint Master's ComtniBsion’a 

Proposals* recommendationf 

Rs. Rs. 

1,750 —2,750 1,600—100—2,000' 

1,200—1,700 1,000—50—1,400 

1,200 -1,800 1,000 —50—1,400 
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Present 

Mint Master’s 

Commission’s 



Proposals* 

Reoommendatlonst' 


Bs. 

Ra. 

Rs. 

Labour Officer 

R—400—600 

500—700 

400—25—500 — 




30—680. 

Artist Engraver . 

R—550—800 

800—1,000 

650—800 

BoUion Regis¬ 
trar 

r 500—710 

700—000 

530—710 

, R—400—600 




OUuf III do IV (SulMrdinata)— 



Ammf Saperinten- 
teadent. 

500—650 

600—750 

530—680 

R—400—600 

R—250—460 

350—510 

200—460 


Amy Aastt. 
Sc^rintendent 

R—126—350 




Aoeouatant 

450—550 

700-000 

600—710 


R—30(^^500 



Dy. Aooountant 
,* Dy. Bullion • 

' 250—350 

300—500 

200—4ao- 


Registrar. 
Engineers and 
Melters. 

.. 200—300 

280—680 

320—650 

326—660 

R—220—500 




Aastt. Engineers 

A Melters. 

160—260 

176—250 

160—260 

R—120—250 




Engraver—I 

120—180 


160—226 

II 

80——Us 


90—5—120 

III 

50—76 


60—3/2—75. 

Bullion Keeper 
Dy. Bullion Keep 

660 (old) ; 450 (R) 
200—260 

600—650 

160—345 

450—690 

160—300 




160—200 



Warder 

300 (old) j 260 (R) 

400—600 

300—400' 

Head Clerk 

130—200 

160—345 

120—220 

16,0—300 





11(1—160 



(R = 

Revised Scales). 



Clerks 

60—230 

100 —240 

66—130 


R—60—160 


80—220 (S.G, 

Jemadar 

40—46 

70—76 

Havildar 

35—40 

65—70 

[ 36—60 

Xaik 

30—36 

55—60 

J 

Peons 

36—28 

50—58 

30—86 

Checkers 

34 


30—86 

Unskilled Work- 

-/16/- to 1/2/- p-d. 


80—35 

kara. 

Semi-skilled 


36—60 

40—80 

60—106 

. 1/3/- to 3/4/- p.d. 


%ified 

. 1/6/-to 5/-p.d. 


40-60 

60—106 




90—120 

120—160 


*The propoa»Ig of the Mint Master eeem to be based on considerations of the- 
market vedne of the categories and contemplate complete absorption of dearness allowance. 
Thejr also assume that overtime will be allowed to ajl non-gazetted staff as at preaent. 

tMr. Hossain Imam considers that the scales for Chief Assayer and Deputy Chief 
Assayer should be Ks. 800—1200, aud Bs. 500—760 respectively. For labour officers. 
he would recommend the scale ^f Bs. 300—20— 700. In regard to the clerical scalesy 
he is of the view that the scale of Be. 80—220 should be reserved for graduate elerks 
enly. There should be only one scale of Bs. 160—300 for Head Clerks to which grader 
tSerke who are only matriculates should not ordinarily be promoted. 

1 ® 
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4 . For some of the posts in Class III, it will be seen that the scales 
•of pay recommended fall in the range of Class II «.p., Superintendent m 
the Assay Department, Accountant, Engineers and Melters. In propping 
the scales of pay we have made a reasonable allowance for the overtime 
and rent concessions which non-gazetted staff will forgo on promotion to 
Class II carrying gazetted rank. We have also kept in mind as far as 
possible the scales for technical staff on the Eailways. In view of the 
allowances which will be drawn these pay scales should be foimd adequate 

5. In regard to ministerial staff, and categories of office staff at pre¬ 
sent styled ‘inferior’ we recommend that the Mint should be treated on 
the same basis as any other depart-mental office of the Central Government. 
We are not in a position to appraise the skill required of various catego¬ 
ries in the Mints and as in the ease of the Eailway Workshops and other 
-Government undertakings, we recommend that the pay ranges should, 
according to the degree of skill required, be as follows;— 

' Rs. 

Unskilled.30—1/a—35 

Unskilled Supervisory . . . 36—■!—'60 

f35—I—60 

Semi-skilled . . . . .40—3—60 

(_60—3/3—76 
f40—3—60 

SkUled. J 60—3/2—75 

(^76—3—105 

Highly Skilled . . . ./ 90—6—120 

\126—6—185 

The last two categories are particularly required in the Mint where we. 
ere told that there are grades of highly skiUed employees commanding a 
high market value. These scales are recommended in place of the pre¬ 
sent system prevailing in the Mints where all the workmen are on daily 
rates. Both the Mint Master and the Mint Wwkers Union have stressed 
the fact that increments in pay of skilled employees are justified by 
prevailing market rates. On the other hand, it must also be realised that 
while bringing them on monthly rates, with fixed time scales, daily 
rated employees will stand to gain considerably not only in regard to pay 
but also in regard to other service benefits such as leave, holidays, re¬ 
tirement benefits, etc. Since the pay scales which we recommend are 
supplemented by dearness allowance and other allowances where local 
conditions justify them, the total emoluments would be quite adequate. 

6. Mint Workers. —We were informed that all the workers in the 
Mint are temporary and remain so for their entire service. We wonder 
why it has been so. The representative of the Mint Workers Union 
admitted that a system of retiring pension had recently been introduced; 
but if,. as complained these employees do not have the privileges similar 
to those enjoyed by permanent employees in the matter of leave, paid 
hcfiidays, etc., the system requires alteration. The demand for one 
month’s privilege leave, one month’s sick leave on full pay, two 
months leave on half pay and 20 days casual leave made on behalf of 
Mint Morkers however appears excessive. We have dealt with the case 
■of leave terms and retirement benefits to indtistfial staff and temporary 
employees in Part II and our suggestions therein will be appropriate to 
the ease of Mint Workers. 
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1. Railways 

1. In tracing the evolution of the pay structure and pay scales obtaining 
in the Indian Railways, it is not necessary for our purpose to refer to the 
state of things that existed prior to 1919-21. Some information relating to 
the earlier history will be found in Annexures XVIII and XIX to the report 
of the Islington Commission. At the time of that Commission’s visit, only 
three of the main lines of railway in Indui were being worked by the State, 
namely, the North-Western, the Eastern Bengal and the Oudh and Rohil* 
kand; the remainder, although subject to the controlling authority of Gov¬ 
ernment, were administered b\ their own Boards of Directors and did not 
accordingly come within the scope of the Commission’s enquiry. At the 
time of the Whitley Commission’s Report (1931), it has been stated that 
seventy-iwo per cent, of the total route mileage was owned and forty-five 
per cent, directly managed by the State. Today, all Class I Railways are 
owned by the State and managed by the State. There have been factors 
peculiar to each railway, turning on the territories through which it passed, 
the climatic and other features of particular areas, the. variations in the 
earning capacity of the railway according to the nature and extent of the 
traffic available and the industrial and intellectual progress of the different- 
areas which the railway traversed. 

2. The superior establishment of the Railway Services comprised two 
main heads, the Engineering Establishment and the Revenue Establish¬ 
ment; the latter consisted of the Management, Traffic, Locomotive, Carri¬ 
age and Wagon, and Stores Departments. Though the Railway Branch of 
the Public Works Department of the Government of India had been abolish¬ 
ed in 1905, a consiijerable measure of connection and affinity between the 
Public Works Department and the Engineering Branch of the Railways 
continued to subsist even at the time of the Islington Commission’s enquiry. 
The Commission made recommendations calculated to increase the recruit¬ 
ment of Indians in India to the different branches o£ the Railway Service, 
though it was thought that for certain Departments suitable recruits could 
not be had in India in any large number. They prescribed different scales 
of pay for those recruited in England and for those recruited in India. But, 
as in the case of the Indian Civil Service, they permitted the continuance 
of the practice of applying the same terms as to salary, leave, etc., to Indians 
as well as to Englishmen when recruited in England by the Secretary of 
State. A time-scale of pay had been adopted for the Engineering Depart¬ 
ment even before 1912; the graded system was in force in the other-Depart¬ 
ments. But as the number in each grade was not fixed and officers got 
regular promotion from grade to grade every two years, the Commission 
observed that the grading was practically equivalent to an incremental scale. 
Except in the case of the Engineering Establishment and of the Traffic 
Department of the Revenue Establishment, the Commission did not find it 
necessary to recommend any increase of emoluments. 

3. When passing orders on the Commission’s recommendations, the Gov¬ 
ernment of India came to the conclusion that in view of the change 
eccaicanic conditions brought about by the first world war and in order to 
attract and retain suitable recruits, an improvement was necessary in the 
salaries of the officers not only of the Engineering Establishment but also of 
the Superior Revenue Establishment. It was also decided that in lieu of 
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two separate scales of pay for Europe-recruited and India-recruited Engi¬ 
neers recommended by the Commission, there should be one basic scale of 
pay for all, the Europe-recruited men I'eceiving in addition overseas and 
technical allowances. In the Traffic, Locomotive and Carriage Sections 
also, it was decided to introduce ope scale of pay for all and to give the 
Europe-recruited officer overseas allowances in addition and also technical 
allowances to Locomotive and Carriage Officers recruited in Europe. As 
regards Stores Officers, it was decided to place them on the revised scale for 
Enigneers but without overseas and technical allowances. The scales 
thus decided on and introduced in 1921 (with effect from 30th August 1919) 
were as under:— 

Assistants.—Junior sc.ale Ils. .300—.50—900 (with no increments in 
the 6th and 8th years of service). 

District Officers.—Senior scale Rs. 550—-50—^1,300 (with no incre¬ 
ments in the 5th, 8th, 15th, 21st and 221*^ years of service). 

Deputies.—Varying from Rs. 1,750 to 2,150 for the Engineering and 
Agency Departments, Rs. 1,750 to 2,000 for Traffic and Mech. 

Heads of Stores Department.—Varying from Rs. 1,500 to 2,000. 

Chief of other Departments.—Varying from Rs. 2,750 to 3,000 for 
Engineering. Rs. 2,300 to Rs. 2,500 for Traffic and Mech. 

Agents.—Rs. 8,500. 

Iri addition to the above Civil and Mechanical Engineers received a techni¬ 
cal pay of Rs. 75 per mensem and Europe-recruited members an overseas 
pay varying from Rs. 150 to 250, 

4. It is unnecessary to I’efer to the recommendations of the Lee Com¬ 
mission, except to say that at that time there was the usual controversy and 
difference of opinion as to the expediency or otherwise of having the same 
scale"of pay for Indian.s and non-Asiatics. But, in the end, the basic pay 
was retained at the previous level, both for Europeans and for Indians, The 
technical pay of Civil and Mechanic.al Engineers was amalgamated with their 
basic pay as recommended by the Commission. There were one or two 
other minor changes before 1931 to which it is ■ unnecessary to refer here.. 
The Accounts Department of the Railways had been transferred to the 
control of the Finance Department- in 1911, From' Ist April 1929, 
“Accounts” were separnted from “Audit” on the State Railways and & 
new Service known as “The Indian Railway Accounts Service” was estab¬ 
lished with the following scales of pay: — 

Junior Accounts Officers.—Rs. 300—50—850. 

Senior Accounts Officers.—Rs. 800—50—1.3.50, 

Deputy Chief Accounts Officers and Dejuity Controller of Railway 
Accounts.—Rs. 1,.500—60—1,800. 

Financial Advisers .and Chief ,\ccouiits Officers.—Rs. 2,200—100— 
2,500. 

Controller of Railway .Accounts.—Rs. 3,000 (3,250 for some time). 

5. The Railway Services in India seem to be classified as follows:—Class 
I Services include all superior services recruitment to which in India is 
effected through the Federal Public Service Commission; Class II Sei-vices 
include Lower Gazetted Service filled by the promotion of deserving sub¬ 
ordinates, Assistant Accounts Officers, .\ssistant Medical Officers and 
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•Superintencleuts in the office of the Ifailway Board. As already stated, 
the proposal to abolish the Lower Gazetted Service is under con¬ 
sideration. The non-gazetted staff on Railways are divided roughly into 

Subordinates and Inferior servants, the-distinction resting on a pay basis. 
“Administrative” posts include all gazetted posts of a status higher than 
what are known as senior scale posts. They are divided into junior adminis¬ 
trative posts and senior administrative posts. Executive gazetted posts 
are also divided into Senior Scale ])OBts (such as Divisional-District Officer) 
and Junior Scale posts. This last expression being reserved for Class I 
officers, a generic expression “Assistant Officers” is said to be in use to 

include Class TI officers who normally do the same kind of work as the 

Junior Scale Officer. As regards the Subordinate Services, the Railways 
seem to have a variety of designations and. the Railway Board do^not seem 
to favour any drastic change in this respect. We do not, however, see any 
difficulty in the way of their tising the description Class III instead of the 
expression “Subordinate Service”. Class III may of course be sub-divided 
in any manner that the Railway Services may require. The Board are 
agreeable to the abolition of the expression “inferior servants”; the lowest 
category may, therefore, be described as Class TV. 

6. During 1931-33, the scales of pay suffered a reduction in the Railway 
Department, just as in the other Services, One of the principles then adopt¬ 
ed seems to have been that incremental scales should be provided only in 
the earlier years of service, during which a young officer was becoming more 
valuable as he gained practical experience. No increments were to be pro¬ 
vided in administrative posts; but three grades were provided in the Senior 
scale, to obviate the objection of several people remaining on the same rate 
of pay for many years. In the Engineering Service, a higher pay was pro¬ 
posed for the Junior scale up to the 10th year of service because it was 
thought that Indian youths were at that time less ready to go into the 
Engineering Services than into the Traffic or Accounts Services. 

The following was the revised scale of pay introduced in 1933 with effect 
from 1981;— 

Junior scale Senior soale 


Revised soale Revised soale 


Transportation (Trafflo), Comml. 300—28—400 Grade III . 780 

A Pnblioity Deptts. Bs. 460in 7th year of Grade H 860 

service. Grade I 060 

Rs. 600 ini 0th year of 
service. 

Indian Railway Aocounta Service Do. Do.^ . 

Indian Railway Service of Engi- 350—26—460 *00, 

neacB, Eleo. Engineere, Bridge Rs. 800 in the 7th year. 

Engineer8,Trans. (Power) Mech. *Qr. Ill toinolud^ 50% 

* ^ree Deptts. „ II „ 30% & 

I „ 20% 

of the senior scale poets. 
No ofBciating promotions are admissible 
from a lower to a higher grade. 

Medical , , . . tGr m—1—Sthyear 400—26—600 

7th year 660 
10th year 660 
Gr. n— . . 800 

Gr. I— . . 1,000 

tGr. Ill to include 40% 

„ n „ 30% & 

„ I^ „ 80% 

of Distt.^edioal Oflbwvs* posts. No offloiating pro¬ 
motions from one grade to another. 
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J'onior Administrative posts 


Chief Medioal & Health Officers 
Senior Administrative posts 


Qeneral Managers 


Exitting seaU 
Rs. 


Propo$ed *eal& 
Rs, 


1.600— 60—l.SOO a,300 

1.760— 100—2,160 
1,960 

2,000—126—2,600 1,760^1,960 

2.600— 126—2,760 2,000 or 2,260^ 

2.760— 125—3,000 
2,200—100—2,600 


3,600 (with very often 3,600 
S.P..of Rs. 600). 


7. As regards the scales of pay for non-gazetted staff, the Eailway Board 
observe that there is at present quite a plethora of scales due, no doubt, to 
varying conditions in various parts of the coimtry and the introduction of 
ad hoc scales to meet special conditions. The 1934 revision of scales for 
this section pf the staff is said to have proceeded on the following principles 
laid down by the Board:— 


(a) Staff to be sub-divided into Upper and Lower Subordinates, 

Inferior Servants and Workshop and other daily rated staff; 

(b) the Upper Subordinates’ pay to be reduced by as much as 20 per 

' cent, with an average reduction for all subordinates of between 

10 and 15 per cent.; 

(c) a Es. 400 maximum to be adopted instead of the former Es. 600; 

(d) incremental scales to be restricted to the lower categories; and 

(e) the number of scales and grades to be reduced. 

8. As regards “inferior servants’’ and “labour” employed by the EaiL 
ways, some information as -to' wages paid to them between 1920 and 1931 
will be found in the Eeport of the Eoyal Commission on Labour in India. 
The main classes of labour employed may be divided into three groups, (i) 
labour employed in the engineering department on the maintenapoe of the 
permanent way; (ii) labour employed in the transportation and commercial 
departments including station, running and shed staff; (iii) labour employed 
in the workshops of the mechanical department. The engineering depart¬ 
ment gives employment to the largest single class of labom, namely, gang- 
men who are largely unskilled and consist mainly of hereditary agriculturists. 
Porters and other unskilled workers who belong to the transportation section 
seem usually to be recruited by station masters or traffic inspectors. The 
latter also recruit pointsmen, signalmen, shimting operators and other semi¬ 
skilled labour, though the appointment is made by the Divisional District 
Officer. In workshops, labour is recruited as and when required. The 
general practice is said to be for candidates to be appointed by works 
managers on the recommendation of the foremen. Semi-skilled men 
appear to be recruited by promotion after acquiring some skill and experience 
in the unskilled ranks and some ultimately develop into skilled workers. 
Large bodies of this class of workers are concentrated in particular centres. 
The 1920 revision effected an increase in the scales of 1914 and a further 
improvement in the pay of the lower paid employees is said to have taken 
place between 1929 and 1931. This is described by the Eailway Board as 
part of a long term effort to ameliorate the conditions of such staff. In 
view of this policy, little or no change is said to have been made in the pay 
of this class of staff in 1934, whereas the average reduction effected in the 
scales of pay of subordinate staff (as distinguished from the inferior staff) on 
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the then four State managed Bailways, namely, G. 1. P., N. W., E. B. and- 
B. I. was 14’3 per cent., 16•7 per cent., 18;3 per cent, and 13'4 per oeni^ 
respectively. 

9. Eeferring to the pay of oflScers, the Eailway Board have remarked 
that the 1933 scales were considered inadequate even at the time they were 
introduced and were criticised both by the General Managers of the State 
Railways and by the company managed Railways, particularly by -the latter 
who recruited their officers in the United Kingdom. Speaking of Indian 
recruits, the Board point out'that those joining the Railway service are at a 
greater disadvantage than those joining the other Central Services, because 
in the latter ymmg officers in the Jimior Scale achieve advancement to the 
senior scale in a shorter period than in the Railway Services. The Board 
also desire that steps should be taken to ifoster the growing esprit de corp$- 
among young Indian Railway officers by making it possible for them to live 
in a style suitable to their status and to withstand the temptation offered by 
more attractive prospects in business and industry. They accordingly re¬ 
commend that post-war scales should be such as will attract the right stamp 
of Indians to Railway Service, having regard to (i) the cost of living, (ii), 
conditions offered by Government in other Services, and (iii) the position ol 
officers, both Europeans and Indians, already in service. They think that 
it is necessary to revise the junior scale, more particularly in its upper 
reaches, and introduce an incremental senior scale. They also think that 
the time has come to abolish the distinction between technical and non¬ 
technical services and introduce a uniform junior scale for all Railway 
Services, except with the possible exception of the Medical Department. 
They are, however, not prepared to accept the proposition that the scales in 
all departments of Government should be uniform because the speed of 
advancement may vary between one service and another and collateral 
conditions of service may also be different. In the new scales to be pro¬ 
posed, they are in favour of the introduction of an efficiency bar in thfr 
junior scale but not in the senior scale. The maximum of the junior scale 
should be sufficiently high, so as not to entail undue hardship if men 
remained on it for several years; but they would prefer that the junior and 
senior scales should overlap. 

10. As regards the Subordinate and Inferior Services, the Railway 
Board seem to have been in correspondence with the General Managers- 
during the first half of 1946 with a view to evolving a simpler and more 
satisfactory pay structure, making a more liberal use of incremental scales- 
than was done in 1934.- During the progress of the work of this Commis¬ 
sion, the Eailway Board seem to have also been in correspondence with the 
General Managers in respect of certain proposals to infiprove and simplify 
the present systems of mileage and overtime allowances and certain other 
allowances given to rimning staff (both Traffic and Loco), absorbing a part 
of the running allowances in the basic pay. We were informed that replies 
have been received only from some of the General Managers and replies 
from the rest are awaited. In April 1946, four points were referred by 
the Central Government to Mr. Justice Rajadhyaksha for adjudication.- 
They cover topics like hours of work, compulsory periodic rest for certaitt 
categories of Railway employees, leave reserve, leave rules and holidays. 
The matter is still pending before the Adjudicator. 

11. Many topics like promotion, confirmation of temporary employees, 
di^oiplinaiyf orders, leave, retirement age and retirement benefits are 
comnmn to the Railway Services and to other sections of the Publia- 
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'48ervioe. The observations which we have already made on these lopiea 
{in Part II) will generally apply to the Bail way Services also; but we 
made such other additional observations on these topics as the 
circumstances of the Eailway Service required. On several matters, 
different sections of the Bailway Service have more or less common 
grievances and common interests. Of course, one general grievance is as 
to the inadequacy of the present scales of pay and the absence of unifor¬ 
mity in them. The nfew scales of pay we have recommended are caleu- 
isced to remedy these grievances as far as .possible. Another common 
grievance is that the rules relating to leave. should be standardised and 
that differences between the Bailway Service and the o-ther sections of the 
Public Service and differences between different grades or sections of the 
Bailway Service should be abolished. On this subject also our general 
recommendations are calculated to meet the complaints of the Bailway 
staff. Some sections of the Eailway staff differ from other Services or 
other sections of the Eailway staff in one important respect, namely, that 
they have necessarily to work during nights and during holidays. We 
are making recommendations in this Chapter (qs in the Chapter relating 
to Posts and Telegraphs) to meet this special class of cases. Bunning 
stqff in the Bailways and Workshops staff ar^ more exposed to risks of 
accidents than those engaged in regular office work. The relief which 
such employees or their family can obtain under the Workmen’s Compen¬ 
sation Act may not always be adequate to meet the hardships caused to 
the employee and to his family by such accidents. Some form of compul¬ 
sory insurance may be desirable in such cases. The employees naturally 
desire that the cost of such insurance should be home by the State. 

12. GaxetUd Staff. —Tw'o grievances were stressed by the empbyees 
belonging to the officer grade in the Bailways; ode related" to the in¬ 
adequacy of their scales of pay as revised in 1931-34 and the other to the 
undesirability of maintaining the distinctioji between the superior service 
and the lower gazetted service. The^ first grievance will be redressed by 
the new scales we have suggested; the second question has been dealt with 
at length in paragraphs 24 to 28 of Part II and we have nothing to add. 
Closely allied to these two questions is the subject of chances of promotion 
raised by the officers. It has been complained that there is frequently a 
long stagnation for many at the end of the jrniior scale for want of 
vacancies in the senior sciale and the engineering department is said to be 
particularly affected by this difficulty. Here again, the complaint will be 
met, to a certain extent, by the longer time scale that we have provided 
for the junior scale of officers. In dividing the - charges between the 
jimior scale and the senior scale, the Eailway Administration will, we trust, 
see that the numbers of the two kinds of charges are so fixed that, without 
unduly increasing the cost to the State, it will be possible to secure a fairly 
even flow of promotion from the one scale to the other. It was agreed on 
all hands that in the matter ot promotion from the junior scale to the 
senior scale the efficiency bar should be strictly enforced and that only 
persons declared competent to hold superior charges sholild be promoted 
to the senior scale. The staff of the Bailway Board claimed that they 
should have more chances of promotion to Class T service in the Bailways 
than are now available to them. We refer to the claim only to bring it to 
the notice of the administration. 

l5. As regards the pay of Eailway officers, we recommend that the 
scales we have proposed in paragra^ 61 of Part II supra for Class I 
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Service inoIudiQg pidminietretive posts may be adopted. General 
Managers will draw a .fixed pay of Rs. 2,750—the pay we have provided 
for Members of the Railway Board. We may, in passing, make a refer¬ 
ence to. the post of Chief Commercial Manager and state that some of the 
General Managers suggested that it should be placed on the same footing 
as that of Chief Opemting Superintendent. If the Lower Gazetted Ser¬ 
vice is abolished, there will be no necessity to provide a separate scale 
for it. If it is not abolished or to the extent to which it may not be 
abolished, suitable sections of the scale we have suggested for Class II (see 
paragraph 65 supra) may be adopted for the Lower Gazetted Service. 
But it will not be proper to post any person to duty usually pertaining to 
the superior service and yet pay him only on the Class II basis. 

We are, however,- not prepared to recommend any addition to the 

S adQ of administrative posts merely for the purpose of creating opportuni- 
(S for promotion. A passing suggestion was made by some officers that 
the Services in different Railways may be pooled so as to facilitate promo¬ 
tion for officers. The General Managers and the Chief Commissioner 
considered this suggestion impracticable. In respect of nearly all 
important offices, a certain degree of local knowledge ^nd acquaintance 
■with local conditions will be nepessary. Where' such knowledge is not 
necessary, as for instance, in the accounts services, we understand that 
transfers from one railway to another do take place even now. 

To promote good understanding between the staff and the officers of 
the Railway Boaird, it was sxiggested that officers of the Railway Boabd*, 
■when on tour, should make it a point to meet representatives of officers' 
associations and learn their grievances, if any. The suggestion merits 
consideration. There is an obvious difference between ways of dealing 
with large numbers of the subordinate staff and ot dealing with the 
comparatively small cumber of the superior staff. There can be little 
difficulty in two sets of officers meeting on terms more or less of equality. 
If such contact is maintained, it will be scarcely necessarf to create any 
special machinery for conciliation so far as the higher grades of the staff 
are concerned. 

14. The Soientifio Services .—^the Chemists and Metallurgists 
explained to the Commission at some length the importance and volume 
of their work and claimed that their services should be better remunerated. 
They also drew our attention to the fact that their prospects were very 
limited and complained that they were never promoted to the higher 
administrative posts in the Railwav Service. We appreciate the import¬ 
ance .of their work; but we think that the right course would be to treat 
them in the manner which we have recommended for the other scientific 
seiwices of the State. The grievance about absence of prospects and their 
exclusion from administrative posts' is nothing peculiar to the scientific 
seiwices connected with the Railways. While this hardship might justify 
the provision of a liberal scale of remuneration' for them, it would be 
neither in the interest of the scientists nor in the public interest that they 
should be- transferred to administrative posts even on promotion. Their' 
training is of a specialist nature and cannot be regarded as preparing them 
for the duties of an administrative post, while if thev are so transferred, 
the-public service will lose the benefit of their specialised knowledge in 
their own department. In the circumstances, we consider that the post 
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of Chemist and Metallurgist may be in the scale of Es. QOO—40—liOOO— 
1,000—1,050—1,050—1,100—1.100—50—1,300. Where there is an addi¬ 
tional post of Assistant Chemist or Metallurgist on any Eailway, it may be 
on the Class II scale, but the initial pay may be Es. 300. In regard to 
the lower scientific staff such as Laboratory Assistants, we suggest twe 
grades—Grade II Es. 160—10—330 and Gr^e I Es. 250—10—300—15— 
450—25/2—500, on the understanding that persons with research quali¬ 
fications are to be recruited. The ministerial and subsidiary staff working 
in the Eailway laboratories will be dealt with on the same lines as similar 
staff in other Government laboratories. 

It was claimed that the Chief Chemist should be given the status of 
a deputy head of a department. This is largely a matter of dignity and 
sentiment and we sympathise with it; unless there are any special difficul¬ 
ties in acceding to the claim, we would recommend it for favourable' consi¬ 
deration by the authorities. Some resentment was expressed at the 
introduction of outsiders by way of direct recruitment when vacancies 
arose for higher posts in the service. If this were done without due 
regard to the claims of those already in the service, the grievance woidd 
be legitimate; but we cannot sympathise with it if those in service merely 
wish to keep out superior merit. Objection may of course be taken to 
the methods by which outsiders are recruited. But if those already in the 
service are given equal chances to compete with such outsiders when any 
question of direct recruitment for higher posts arises, we see no justifica¬ 
tion for the resentment. It will be only fair in such circumstances tO' 
relax age restrictions,' if any, in favour of those already in service. 

15. Dr. Malhotra (of the B., B. & C. I.) complained of thg rule which 
prevented him and those placed like him- from retaining any fees for work 
done by them for private persons. The question how far public servants 
should be allowed to do outside work is one of general policy and it is- 
ordinarily right to prohibit public servants from doing such work. The 
position of men with technical gr professional qualifications, however, 
justifies an exception both in the public interest and in the interests of 
their own improvement. The rules relating to such servants generally 
permit them to do outside work with the permission of the head of the- 
department; but there is a provision that one-third of the fees obtained 
by them for such service should be paid over to Government. We would 
recommend a reconsideration of this provision. A person whose service 
is likely to be sought under such circumstances must ordinarily be a man 
of special merit and it is nothing strange that he resents such a restrictive 
provision. After all, the one-third contribution is hardly likely to bring 
in much of revenue to Government. The interests of the public service 
‘seem to be sufficiently safeguarded by the provision that a person in service 
can imdertake such outside work only with the permission his superior 
officer or head of the department. It was suggested that the one-third 
contribution was some kind of return for the use of the faciLties afforded 
by the public laboratory. It seems to us that an officer of such standing 
should be trusted to see that he makes flo improper use of public time or 
public facilities. 

16. Railway Medical Service .—The Eailway Medical Service consists 
of a Chief Medical Officer for each Eailway as admmistrative head. District 
Medical Officers for each division of the line and a number of Assistant 
Medical Officers, Assistant Surgeons and Sub-Assistant, Surgeons working 
under them. Besides attending to Eailway employees and their families,. 
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Railway medical staff are also required to give assistance to passengers. 
We have received representations from the Midwives and'Nurses attached 
to the medical service of the Railways. We have no specifd remarks to 
offer on these representations. The medical staff of the State Railway 
collieries have also a further complaint to make, based on the speciM 
circumstances of the locality in which and the conditions under which 
they have to serve. It does not seem to us possible to recommend any 
difference in their basic pay from that of other corresponding employees 
in the Railway Medical Services; but the administration may consider 
whether some special allowances should not be granted to them to compen¬ 
sate them for the difficult conditions in which they have to serve. 

The officers of the Department complained that the.possibility of their 
adding to their income by earnings from private-practice* had been taken 
into account so as-to fix a tower pay for them but that, in fact, the chances 
of their making an income from private practice were very little. This is 
perhaps to a certain extent well-founded. We have tried to give them a 
reasonably decent pay scale; but we are unable to agree to the suggestion 
that the District Medical Officers in the Railway Service should be equated 
to Ci'vil Surgeons of the I.M.S. cadre. Whether it will be possible to 
have a number of posts of Deputy Chief Medical Officers to provide oppor¬ 
tunities for promotion for District Medical Officers is a matter that must 
be determined in accordance with the needs of the Department. 

The Assistant Surgeons desire to be equated to the Civil Surgeons of 
the Provincial Medical Services and ask for gazetted rank. The question 
of gazetted rank is a matter that we. prefer to leave to the administration. 
The Assistant Surgeons are, no doubt, men of University qualifications and. 
it is true that the higher offices open to them are limited in number; but 
that is a feature of the service which cannot be altered for their sake. The 
case of the Sub-Assistant Surgeons has caused us more concern. Their 
qualifications are little inferior in recent times to those of Assistant 
Surgeons; but the disparity in pay between the two grades is very marked. 
This will be reduced if they are classed as Assistant Surgeons, Grade II, 
and the pay scales we suggest are adopted. The following scales will be 
appropriate to the different grades of the Railway Medical Department: — 

Chief Medical Officer.—Same scale as for Heads of Departments. 

District Medical Officer.—^Rs. 600—40—1,000—1,000—1,050—1,050 
—1.100—1,100—50—1,300. 

Assistant Medical Officer.—^Rs. 300—25—^500—E.B.—rSO—650—E.B. 
—30—800. - 

Assistant Surgeons.—Grade II, Rs. 100—8—140—10—170—E.B.— 
10_^230 

Grade I, Rs. 260—15—440—20—500. 

Matrons.—Grade I, Rs. 820—20—400. Grade II, Rs. 200—10—‘300, 
according to the importance of the Hospital. 

Sister-in-Charge.—^Es. 200—^10—300 

Nurses.—Grade II, Rs. 100—5—125—6—185. t 
Grade I, Rs. 150—7—185—8—225 

Compounders and Dispensers.—Grade II, Rs. 40—1—50—2—00. 
Grade I, Rs. 65—3—85—4—105. 

Laboratory Attendants and Dressers, Grade I.—Rs. 35—1-—60. 

I^ressers, Grade H and Ward Boys.—^Rs. 30—J—35. 

*Mr. Joshi ftonld like to stop the medical staff being permitted private'practice 
f Mr. Anthony suggests and the Commission agree that direct recruitment to 
grades I and II must depend on distinctly different qualifications. 

179 



PAST III 


17. Railway Rates Advisory Committee.—The staff of the Eailway 
Bates Advisory Committee rightly complained that the whole establish¬ 
ment of that office was in a very anomalous position, the office having been 
kept temporary for nearly 25 years now. The status of the office itself is 

matter on which it is not for us to make any recommendation. We can 
only say that so long as the office continues to exist, our observations relat¬ 
ing to comparable staff in other departments of the Kailway Service will be 
held to govern the stafi of this office. The staff are in fairness entitled to 
all the rights and privileges of the staff of any permanent department. 

18. Clerical service. —The members of the clerical services in the various 
Eailway complained of the inadequacy of their scales of pay, of the lack 
of uniformity as between different systems and as between different depart¬ 
ments and of the multiplicity of scales of pay. The Eailway administra¬ 
tion agreed with the representatives of the employees that on the whole 
it was desirable to have uniform scales of pay for all Eailways. The scales 
that we have proposed for the Class III Services are calculated to meet the 
grievance of the clerical services as far as possible. The first scale we 
have suggested in paragraph 66 of Part II supra, vie., Es. 55—3—85—E.E. 
4 —125—-5—130 will be the scale for the generality of clerks. Where clerks 
are not required to 'be even matriculates, e.g., tally clerks, appropriate 
scales from class IV may. be adopted. Where the minimum qualification 
required is a university degree, the scale of Ks. 80—5—120—E.S.—8—^200 

_10/2—220 will be appropriate. The stenographers asked for a pay scale 

similar to that prevailing in the Secretariat. They further claimed that 
those of them who were attached to higher officers should be allowed » 
special pay. They claimed that they should have opportunities for promo¬ 
tion to posts of Inspectors, Superintendents, etc. We suggest the follow¬ 
ing three grades for stenographers:— 

"Grade III—Es. 80—5—120—E.B.—8—200—10/2—220. 

Grade II—Es. 200—10—300, and 
Grade I—Ks. 260—15—350. 

The Typists on the East Indian Eailway and the 0. T. Eailway com¬ 
plained that their scale of pay was even lower than that of typists on 
other Eailways aud that instead of being treated better than clerks they 
were worse o2 than clerks because they have not even the chances of 
promotion open to clerks. The scales of pay applicable to clerks will 
also apply to typists. Line commercial clerks on the North-Western 
Eailway and the East Indian Eailway have a long list of grievances and 
they asked to be treated like office staS. Booking clerks insist upon the 
multitude of duties they have to, discharge, upon their responsibility for 
cash and upon the absence of fair chances of promotion for them._ The 
generality of commercial clerks mav be given the scale of Es. 6(5—4— 
120—5—150. 

19. Accounts Department. —So far ns the posts borne op the cadre 
of class I (including the administrative posts) are concerned, the scales 
we have provided in paragraph 61 of Part II supra for class I officers 
will apply. Similarly, Assistant Accounts Officers will have the class II 
scale. The staS of the Eailway Accounts Offices tmd of the Eailway 
Clearing Accounts, Office complained of the difference between the pay 
of sub-heads and accountants in those offices and the pay “pf the personnd 
in the Secretariat. In any event, they claimed that the pay of the 
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acoountanis should not be lower than that of accountants in civil audit 
c^ces and the statutory audit offices attached to Railways, h’or .the 
general clerical staff in the Railway Accounts Offices, the scales we have 
suggested for clerks in other similar offices with similar quailhcations 
may be adopted. In regard to the posts of Accountants, it is desirable 
that there should be uniformity of scales and classification - as between 
aiU. Accounts Departments. The Railways have two grades, presumably 
because certain charges are considered less onerous. On this basis, the 
two grades may be continued on the following scales:— 

Junior Grade.—Rs. 200—15—350. 

Senior Grade.—Rs. 350—15—380—20-500. 

As regards sub-heads, we think a general scale of Rs. 150—7—185—8— 
225 will be appropriate. Inspectors of Station and Stores Accounts had 
their own grievances, particularly those on the South Indian Railway. 
We think they must be on the same scales as Accoimtants. Stock- 
verifiers and cashiers also joined in the complaint of inadequacy of pay. 
Stock-verifiers may be placed on two ^ades of Rs. 100—5—125—6—185 
and 150—7—185--8—^225. Both sub-heads and Stock-verifiers may be 
given a selection grade of Rs. 200—10—300. As regards the staff of 
the Cash Department, we make no specific recommendation in view of 
the diversity of practices obtaining in different Railways. Their scales 
of pay may be fixed in one or other of the scales we have suggested for 
classes III and IV, due regard being had to their special responsibility. 

20. Station Masters and /Issistant Statiotf. Masters. —Besides the 
question of scale of pay. Station Masters and Assistant Sffition Masters 
raised the following points; absence of assistance in stations where the 
Station Master is almost the sole man in charge, continuous night duty 
and absence of sufficient rest or holidays, and obstructions in the line of 
promotion open to them. On the question of pay, they sought to impress 
upon us the heavy responsibility of their duty as it affected the safety 
of trains and of passengers and the strain of almost continuous work 
sometimes for 12 hours and sometimes even for 24 hours. They insisted 
that these matters should be taken into account in fi.xing their pay. 
Station Masters in bigger stations have perhaps less to complain of than, 
the Station Masters in small way-side stations. It must often happen 
that there are way-side stations where the traffic receipts of the station 
taken by itsdf may not be very substantial but all the same a station is 
required to facilitate the passing of trains; and a Station Master in charge 
of such a station carries as much responsibility for the safety of the trains 
as any other Station Master. We have been told that in some stations 
the Station Master has little or no assistance by way of additional staff . 
and has himself to do duty as signaller, booking and parcels clerk, etc.. 
We agree that these are matters to be taken note of in fixing the pay 
of persons on duty in such stations even though from the point of view 
of traffic income such stations may be of minor importance. . We. 
understand that the stations on each Railway system are roughly sraded 
in the order of their importance and care is taken as far as possible to 
post to each category of stations. Station Masters or Assistant Station 
. Masters on such scales df pay as will be commensurate with the grado 
of the station. But the considerations we have referred to above inay 
sometimes .juptifly a Station Master even in a small station being paid 
better than t^'crading of the station would seem to deserve. We would 
recommend W the administration that this aspect of tile matter should 
not be lost Right of. A point was made that it might sometimes happein 
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that a peryou desigaated as Assistant Station Master but attached 
to an important station may be drawing more pay than a 

pereon designated as Station Master but posted to a small 

station. VVe do not see much ground for complaint in this. 
The designation is not by itself of any great significance; it 

is the quality of the woA and the exact relation tUat the person occu¬ 

pies in relation to the station, that must count. Tiiere was a further 
complaint that the salaries of Station Masters in charge of small stations 
are lower even than those of clerks and it was said mat this is scarcely 
consistent with their -responsibihty as Station Masters. Comparisons of 
this kind may not be very helpful. There are clerks and clerks, clerks 
whose duties may be of a very simple and routine character and clerks 

whose duties rhay be of a very important character. In the scales we 

have suggested, we have tried to keep in view the nature of the duties 
and responsibUities of the Station Master even when he is in charge of a 
comparatively small station. For the lowest grade of Assistsmt Station 
Master or Station Maste?, the sca'e should be Es. 60—4—120—5—170, 
starting on a minimum of Es. 64. For higher grades, the other scales 
given for class III may be adopted with due regard to the importance of 
the station and the responsibility of the charge. 

21, Eegarding hours of duty, we understand that this is one of the 
matters that form the subject of enquiry before the adjudicator. We 
would only observe that so far as the bearing of such duty on the health 
of station masters is concerned, their position cannot be compared with 
that of an engine driver who has got to be on the alert all the time 
that he is on duty. The Station Master may no doubt be frequently 
disturbed when he is on night duty, but it cannot be said that there is 
the same continuous strain on l^im. In stations where there may be 
several assistants, we assume that every endeavour is made to avoid post¬ 
ing the same person for duty every night. Something in the uatiu*e of a 
shift system may be possible and convenient. Even in small stations 
where there may be only one assistant, we are informed that some inter¬ 
change of duties between the Station Master and the Assistant Station 
Master is*adopted so as to avoid continuous night duty*. 

The deprivation of holidays is a feature common to a variety of em¬ 
ployees, the nature of whose work does not permit of its absolute cessation 
on any day. Here agam, where there is a large staff, it may be possible 
to arrange for some of them being on duty on holidays by a kind of rota¬ 
tion arrangement so as not to interfere with the continued performance 
of the minimum of work necessary to be done even on holidays. But in 
places where there is no large staff who can work by rotation, it may not 
be practicable to send relief merely for duty on holidays. But.as it will 
not be fair to deny holidays to the officers concerned, we think that in 
such cases they may be compensated in the form of a number of extra 
days being added to their earned leave, every year. A complaint was 
made that in out-of-the-way stations the staff is put to some difficulty 
for want of relief even in the event of sickness. The Chief Commissioner 
has assured us that everything possible is being done to meet such cases 
and that, if necessary, he would issue further instructions to ensure that 
no hardship of this kind is suffered. 

.-. *Mr. Anthony desires to record that at present sasistant station masters work con- 
tinaoiuly, inonth m month oat on night duty and should be relieved of nivht duty 
'lafter a wrtain period. If the fact be as stated by Mr. Anthony, the'Commission con¬ 
cur m his suggestion that persons placed continuously on night duty should be i^ieved 
of night duty after a 6ertain period. 
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22. Ab regards channels of promotion, the grievance was two-fold. 
One complaint was that many in the lower grades were blocked by the 
absence of a sufficient number of vacancies in the higher grades; the 
other complaint was that instead of' successive higher grades ut Station 
Masters’ posts being made available for Assistant Station Masters 
end Station Masters in the lower grades, members ot other sec¬ 
tions of the Eailway staff were directly brought into the higher grades. 
So far as the first complaint is concerned, the better time-scales that we 
■are suggesting will to a certain extent redress the grievance, u e are not 
prepared, to recommend the creation of high paid posts beyond the reason¬ 
able requirements of traffic; but we think that it would’ be fa.r if the 
ntunber of posts in the intermediate grades is fixed reasonably large so as 
not to block far too rriany in the lowest grade. We do not see much force 
in the complaint against the promotion of persons from other sections of 
the traffic side, particularly from amongst the guards. We understand 
that a Station Master’s job involves knowledge of a varied kind and before 
■a person is appointed a Station Master he has, to undergo tests to prove 
his fitness to imdertake such variety of duties. If persons like guards, 
who are engaged in the discharge of certain duties of an allied kind, are 
also able to qualify themselves, we do not see any justification for the 
exclusive claim of those who have entered as signallers or Assistant Station 
Masters. 

23. A dlfllm was made that posts of Controllers should be included in 
the line of promotion open to Station Masters. We are not aware of any 
rule banning their promotion to such posts; but whether they are fit to 
be so promoted or not is a matter that must be left to the administration 
to decide. Another complaint related to the necessity of Station Masters 
having to undergo tests of fitness at periodic intervals. Tlie General 
Managers and the Chief Commissioner explained that such tests were 
necessary, both in the public interest and also in the interests of the 
administration, because their physical fitness was of great importance 
to ensure the due discharge of their duty and they had to, keep 
themselves up to date in their knowledge of the traffic rules, with 
all the chsmges' made therein from time to time. The Bailway rules con¬ 
template the possibility of their being found unfit as a result of such 
tests and they lay down that they should be provided other employments 
in such circumstances. Here again, we were assured by the heads of 
the administration that care is taken as far as possible to protect the 
interests of persons so found unfit, though in the very nature Of things 
it would not be possible to keep them in as good jobs as they would have 
'Occupied Jf they had not bepn declared unfit. 

24. Assistant Station Masters- in charge of cabins complained that 
-their work involved very heavy physical and mental strain. There is 
perhaps some basis for this complaint and we would recommend to the 
administration that people should not be retained in such duties for 
•many years at a stretch. On the G. I. P. we were told that there 
were a special category of cabin men who really did duties in the nature 
of those pertaining to an assistant station master. They seem to be 
matriculates and they asked that they should have reasonable prospects 
nf promotion, particularly to posts of assistant cabin super visors apd 
-supervisors, which are at present said to be filled from the ranks of 
Assistant Station Masters. We were, however, given to understand that 
■even now there is no bar to their becoming gpiards or Station Masters 
if they pass the prescribed tests. They particularly asked that they 
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should be designated as Assistant Station Masters. If such a designa¬ 
tion would not create any confusion or misapprehension as to the nature 
of their duties, the railway administration may favourably consider the 
request. 

Like other sections of the llailway staff, .Station Masters and Assistant 
Station Masters also joined in the complaint that for want of adequate 
leave reserve, they are not able to obtain relief and are not relieved when, 
they require relief. As we have more than once referred to this topic, 
we trust that this question of leave reserve will bo duly considered by the 
administration. • While it may be true to say that the exigencies of service 
may sometimes make it difficult to relieve a man immediately he asks 
for it, it is only right to recognise that every effort should be made to make 
it possible for a person entitled to leave to avail himself of it at the time he 
requires leave. 

A general complaint has been made by every section of the Railway 
staff that members of the Anglo-Indian community enjoy a measure of 
preference and advantage which places other communities at a great dis¬ 
advantage. This is not a matter that we have been called upon to deal 
with; but we may add that Ihe General Managers and the Chief Commis¬ 
sioner have assured us that there is very little of such discrimination 
now-a-days. 

25. Signallers on ike Railways .—The signallers complained thai 
though they are matriculates and possess the same minimum qualifications 
as clerks, they are sometimes paid even lower than clerks. A claim has 
also been made on behalf of the signallers that they should be placed on 
the same footing as telegraphists in the Government Telegraph Service^ 
We were, however, informed by the General Managers that neither in 
respect of their qualifications nor in respect of their efficiency can the 
signallers of the Railways stand comparison with the telegraphists in Gov¬ 
ernment Telegraph Offices. We were also told that their work is not sO' 
heavy nor so difficult as that of Government telegraphists. In many Rail¬ 
ways, we understand, those who enter service as signallers are in due 
course offered opportunities of becoming Station Masters. Some differ¬ 
ence was said to exist between some Railways and the rest in the matter- 
of affording facilities to signallers to become wireless operators. We are 
in full accord with the claim that as far as possible there should be 
uniformity of practice as between all Railways in such matters. We are- 
not prepared to go so far as to suggest a reservation of posts in the cadre 
of wireless operatives; but -w’e would commend the claim of the signallers 
that as far as possible they should be helped and encouraged to join the- 
cadre of wireless operators. A claim for what is known in the regular 
Traffic Service as pie money was made on behalf of the Railway signal'ers. 
We understand that even in the Government Telegraph Department^ the 
system obtains only in a few stations. Having regard to the nature of 
signalling work in Railways, we see no justification for extending this- 
practice to them. The general scale for signallers should be the same 
as for commercial clerks (Rs. 60— 4 —120—5—150). Higher grades in thd 
line may according to importance and responsibility carry rates of pay 
similar to those of higher grades of Station Masters. 

26. The Ticket examining staff have joined in the complaint of in¬ 
adequacy of pay and disparity as between different railways. The Special 
Ticket Examiners have a further complaint that their old travelling allow¬ 
ance has no-w been converted into a consolidated allowance and they claim 
that they should be treated as runniner staff and given nmning allowance. 
We cannot countenance this claim. Even as regards the “running staff’'' 
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proper, the system of paying a large “running allowance’’ is, in our 
opinion, not desirable and the Eailway Board contemplate the retention of 
running allowanct only to the extent that is required to operate ae a Idnii 
of control over, or inducement to, drivers, etc., for the proper discharge- 
of their duty. No such consideration exists in the case of the ticket 
examining jjtaff. There is some justification for the claim that while they 
are away on duty they have to incur extra expenditure while their family 
has to remain at home. But this by itself would not justify the claim for 
mileage allowance. They have alfio asked for reasonable opportunities of 
promotion and they particularly mention the jobs of assistant commercial 
and personnel ofBcers in this connection. We are not in a position to say 
whether these examiners possess the qualifications required for the jobs that 
they have referred to. We have, however, no doubt that in the spirit of 
our recommendations on this question of promotion, the Eailway adminis¬ 
trations will give them every reasonable facility and opportunity. The 
same observations apply to the claims made generally on behalf of the 
ticket collecting staff. We suggest that the following two scales may be- 
adopted for this category ;—(i) Rs. 55—3—85—E.B.—4—125—5—130, and 

(ii) Rs. 100—5—125—6—155—E.B.—6—185. A few selection posts may 
be placed on points between Rs. 200—10—300. 'The alldwance given to- 
Ticket Examiners may be revised in the light of the changes necessary in 
travelling allowance rates to bring them into line with present day. price 
levels. 

27. Train Examiners. —Latterly, this category of workers in the N. W_ 
Railway seem to have been recruited from engineering graduates or diploma 
holders, but after entering service they did not find their prospects satis¬ 
factory. As usual, there is the prayer for reservation of a fixed percentage 
of higher posts for their promotion especially as Carriage Inspectors and 
Assistant Mechanical Engineers. We feel that ' they have some 
g;round for complaint, though the particular reason alleged by 
them as explaining their plight was not accepted , by the Generali 
Manager. 'The complaint related to the lack of promotion of 

qualified candidates recruited to' the carriage and wagon side 
on the North-Western Eailway. We drew the attention of the GeneraL 
Manager to this complaint and he has promised to look into it. There vrill 
be no justification for putting them at a disadvantage as compared with' 
other diploma holders of the same category but working in a different 
section. On the East Indian Railway, a grade of officers known as assistant 
train examiners complained that they should be put on the skme footing as 
examiners, because there was no difference in duty between them and the 
examiners and there was no such distinction obtaining in other railways. 
This last statement does not appear to be correct. We, however, agree 
that the scales of this category require improvement. Having regard to- 
the variety of their duties; we think it will be convenient to have a number- 
of scales into which they pan be fitted according to the quality and respon¬ 
sibility of the work entrusted to them. It is immaterial whether some of 
them are called Assistant Train Examiners or not. • This designation seems- 
tq be applied in some Railways to those who rise from the ranks of labour^ 
The scales we recommend are; — 

(i) Rs. 55—130 (55—3—85—E.B.—4—125—5—130). 

(ii) Rs. 80—160 (80—5—120—E.B.—8—160). 

(iii) Rs. 150—225 (1,50—7—185—8—225). 

(iv) Rs. 200-^300 (200—10—305). 

(v) Rs. 320—400 (820-20-400). 

The last two scales are primai-ily meant for Head Train Examiners. 
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28. Engineering eubordinatet .—.The permanent-way inapeotors on the 

I. P. Kailway stated that they have multifarious and responsible duties, 
that they have large cash disbursements to make that they must, therefore, 
have at least two assistants for out-door work and that they rhust be 
j)rovidfcd with motor trolly and paid sititable allowance. While not denying 
the importance of their work, we cannot help feeling that the above state¬ 
ment IS somewhat of an exaggeration. Whether they require additional 
assistants or not is a matter for the administration to determine. The 
Chief Commissioner was emphatic that the permanent-way inspector should 
mot have a motor trolly because a slower movement was necessary to enable 
him to inspect the line properly and carefully. As regards the allowance, 
we thmk that they are paid their salary for the very kind of duty that they 
are asked to do and it is difficult to see any justification for a claim for an 
allowance for doing that very duty. We are informed that if they stay out 
of their headquarters for the night, they are entitled to travelling allowance. 
The question of promotion must be governed by our general observations 
on the subject. The Inspectors on the North-Western Railway complained 
of their having to travel inter-class. In our opinion, the whole question of 
travelling allowance and the classes by which varoius grades of officers are 
entitled to travel deserves to ba reconsidered. There is a further complaint 
that few are able to reach the maximum of the present grade. It will 
depend upon the age at which and the steps by which they get into th® 
grade. Certain officers who described themselves as engineering graduates 
appointed I. 0. W./B. E. in the Bengal-Assam Railway complained that 
in spite of their having been there for many years, they had not even been 
•confirmed and that they were worse off than permanent-way inspectors, 
whose academic qualifications were much lower. As neither these officers 
nor any representative of the B. <5; A. Railway appeared before us, wd have 
not been able to pursue this matter. We, however, think it proper to 
draw the attention of the administration to this complaint so that it may 
be examined and if well-founded it may be remedied. The representatives 
of the permanent-way inspectors claimed that they were on a par with sub* 
divisional officers on the civil side. We do not think this claim is justified. 
In the past, there appears to have been no higher minimum qualification for 
■entry to the grade of Permanent Way Inspectors than, matri¬ 
culation and apprentices to this grade were taken and trained 
for four years by the. railway, after which they were posted 
as assistant permanent-way inspectors and later promoted as 
permanent-way inspectors. The assistant permanent-way inspectors 
complained that their pay was not commensurate with their responsibilities. 
There is a certain percentage of people who come to this grade by promo¬ 
tion from subordinate grades after passing a qualifying examination. As 
usual, they asked either for a large quota for promotion or for pohibition of 
direct recruitment so long, as qualified men could be had from the ranks. 
Beyond recommending that they should be given every facility which they 
fairly deserve in the matter of promotion, we cannot accept any of these 
•claims categorically. As regards the complaint that the higher grade posts 
are very limited in number and that many people have, therefore, to 
•stagnate for many years, we shall only repeat our general recommendation 
that as far as possible the nuTnber of posts in different grades should be so 
arranged as to allow for fair opportunities of promotion to those in the lower 
■grades. 

The Ensfineering Supervisors on the. M. & S. M. Railway claimed that 
■they should be placed on the same footing as corresponding officers in the . 
S*. W. D. We have no materials before us from which we can know what ; 

186 



0.—TRANSPORT DEPARTMENT 


the qualifications of these ofiftcers are as compared with the officers of the 
P. W. D. with whom they wish to be equated. Their claim for an incre¬ 
mental system is practically conceded by us. They further claim that 
fiO per cent, of their carde should be promoted to officers’ cadre and given 
.gazetted status. Beyond the general remarks that we have so frequently 
made about promotion, we do not feel called upon to say anything, more 
-about this particular claim. The scales^we recommend are:— 

Es. 150—7—185—&—225 for Assistant Permanent Way Inspectors, 
and 

Es. 200—10—300, Es. 260—15—350, Es. 320^20—400 and 
Es. 300—^20—500 for Permanent Way Inspectors. 

The same scales will apply to Inspectors of Works, Inter-locking and 
Signal Inspectors, Bridge Inspectors and other corresponding categories. 

In regard to the drawing office staff of the Engineering Department on 
Eailways, the following scales will be appropriate: — 

1 (i) Rs. 100—5—125—6—166/E. B. 

—6—185 

(ii) Rs. 160—7—185—8—226 

(iii) Rs. 260—16—350 _ 

(iv) Rs. 300—20—600 
(i) Rs. 00—4—120/E.B.—6—150 
(ii) Rs. 100—6—126—6—166/E.B. 

—6—186 

Sanitary Staff, —Por the sanitary staff which are in some Eailways 
vmder the control of the Engineering Department and in others under the 
Medical Department, the following rates will be appropriate; — 

Drainage A Sanitary Inspectors . Rs. 208—10—300 

Assistant Sanitary Inspectors f Grade I—Rs, 160—7—186—8—226 

\ II—Rs. 60—4r-^120/E.B.—5—160 

■Stores Staff. —(Depot Employees, Stores Distributors, etc.). 

Depot Store-Keepers (i) Rs. 300—600\ according to the importance of the 

(ii) Rs. 260 —360 f Depot. 

Assistant Store-keepers and Supervisors / (i) Rs. 200—10—300 

k (ii) Rs. 160—7—186—8—226 

29. Running Staff. —In determining the emoluments payable to ru nn i n g 
staff on the Eailways, there are two problems which create difficulty. One 
is that at present there are different basic scales of pay obtaining in different 
railway systems. The second is that there obtains in all railways the prac¬ 
tice for this category of staff to earn fairly substantial amounts every month 
under the head of “Eunning, etc.” allowance. It seems to be recognised 
that though called an allowance, the running allowance is, to a large extent, 
part of the pay of the staff. This is made clear by the fact that allowances 
to the extent of 75 per cent, of the pay are paid to the staff even when they 
are on leave or on other duty and the Provident Fund contribution is also 
calculated on the same footing. In the course of the evidence, we felt 
that this system of disbursing a substantial portion of the pay in the form 
of allowances was not satisfactory and we learnt that that view was also 
shared by the Eailway Board and the Board had been in correspondence 
with the Eailway Administrations with a view to modifying that system, 
incorporating a large percentage of the allowance with the pay. We were, 
however, infor m ad by the Chief Commissioner and the General Managers, 
that the “Eunning Allowance” system cpuld not be whoUy dispensed with 
because the payment of some allowance was necessary to give the adminis¬ 
tration control over the work done by the running staff. The exact manner 
in which this portion of the allowance can be separated from the portion 
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which forms part of the salary is now under the consideration of the Board, 
It looks as if it will be some time before the Board can reach a satisfactory 
conclusion on this matter. 

If pending the settlement , of this allowance problem we are not to leave 
the question of pay of this category of staff alone, two courses seem to be 
open to us—(i) either to recommend what may seem to us fair total emolu¬ 
ments for different grades of each of this category of staff, or (iij to recom¬ 
mend what we may consider fair basic scales of pay. Our attempts on the- 
lines of the former method did not produce any satisfactory results as we- 
could not obtain complete information as to what amounts this categoiy of 
staff had been making during recent years on the different railways. With¬ 
out such detailed information, we might bo affecting them prejudicially if 
we fixed the total emoluments at some arbitrary figures. If we adopt the 
second course it must be noted that with the increase of the basic pay, the 
allowances will also automatically increase as they generally bear a certain 
proportion to the basic pay and this niay lead to an increase in the amount 
of the total emoluments beyond what we intend. We are accordingly sug* 
gesting a kind of ceiling limit as an interim proposal. It may be that by 
changing the method of calculating the running allowance, the Eailway 
Board- may, even with reference to the new basic rates of pay that we 
suggest, be able to bring about an equitable level of total emoluments. 
Indeed, for other reasons also, it seems desirable to adopt some independent 
method of calculating the running allowance without linking it up with the 
basic pay of each employee. In our attempt to fix the basic pay, we have 
to face a further difficulty; this arises from the diversity of scales of pay 
obtaining in the various railways. We very much wish that this diversity 
is reduced to a minimum. We accordingly recommend a number of scales 
some of which may be adopted according to the importance of the trains 
concerned. It, however, seems to us necessary at the moment to leave a 
measure of discretion to the Eailway Board to attain the above purposes in 
the most convenient manner possible. 

Adapting to a certain extent the standards which we have adopted for 
recommending increases in the salaries of such of the static staff as may be 
regarded as corresponding to the various grades of running staff, we suggest 
the following basic scales of pay for the running staff:—- 

Drivers ....... (i) Rs. 60—1{0 

(ii) Rs. 100—185 

(iii) Rs. 1.50 -225 
j(iv) Rs. 200—r300 

Shunters . . . . . . (i) Rs. 60—80 

(ii) Rs. 75—105 

(iii) Rs. 60—150 

Firemen ...... (i) Rs. 40—60 

(ii) Rs. 60—80 

(iii) Rs. 75—105* 

Augwallaahs . . . . . (i) Rs. 35—60 

(ii) Rs. 40—60 

Guards.(i) Rs. 60—170 

(ii) Rs. 100—185 
(ui) Rs. 150—225 

Brekkesmen ...... (i) Rs. 40—60 

(ii) Rs. 60—-80 

In addition to the above basic scales of pay, running allowances shall be 
paid to such staff in accordance with the existing rules. For the time being, 
these allowances must not exceed the average monthly running allowances 

•Mr. Anthony considers the maximum should be raised to Rs. 125 particulsriy as 
many firemen are required to work as such for several years before they can hope to 
become driver. 
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. drawn by an employee during 1946 (or part of that year if appointed during 
(that year). We may add that the above scales have been suggested on the 
basis of the existing practice as to hours of work, etc. If any radical chapge 
in this respect comes about as the result of the Adjudicator’s award, these 
scales as well as the scales herein suggested for all other categories of staff 
affected by the award may have to be reviewed. 

do. Loco ^nning Staff.<^Comp\&mts have been made of over-work, 
inadequacy of pay, multiplicity of scales, absence of sufldoient leave reserve 
and of the necessity of drivers of passenger trains having to work six nights 
every week in succession. It was pointed out that though the staff got an 
^terval of 12 hours between each shift of work, this interval when it was 
.mostly by day time did not afford them sufBcient rest as against continuous 
work on successive nightsi This objection appealed to us strongly as it 
affected not merely the ohtput and the efficiency of the running staff but 
also the safety of the travelling public. The General Managers and the 
Chief Commissioner explained how in particular sections of the Eailways it 
-was impossible to avoid this kind of duty. They pointed out that except by 
4in uneconomic increase in the staff, it would not "be possible to arrange for 
drivers working night trains in shifts. They explained that as passenger 
trains in certain sections generally ran only by nights, anything like a shift 
arrangement on those sections would be possible only if the drivers of such 
trains would agree to work goods trains on the return journey and this they 
would not be willing to do. We, however, feel that in the interests of the 
safety of the travelling public this subject requires further attention from 
the-Eailway Board. We,were told that the Board would consider the prac¬ 
ticability of not keeping the same set of drivers for long periods over such 
sections of the railway as required their working continuously by night. 

The question of'hours of work forms the subject matter ofi adjudication. 

The electric train operators on the South Indian Eailway between- Madras 
Beach and Tambaram complained that they had not been put on the highest 
grades allowed to steam engine drivers. We do not see much force in this 
objection because, as explained by the administration, the driver of a steam 
engine has got to deal with a much more complicated mechanism than the 
driver of the electric engine. After all they have been given some of the 
scales available to steam engine drivers; whether they are entitled to the 
highest grade or not is a matter well within the discretion of the railway 
aininistration to decide. They also complained that their mileage earnings 
were lower than, those of steam engine drivers. We are not disposed to 
■oncourage the claim for mileage earnings. The South Indian Eailway 
.Blectric Traction staff asked for a comparison of their scales of pay with 
those available to similar staff in the B. B. & C. I. Eailway. The General 
Manager of the B. B. & C. I. Eailway explained that the high salaries on 
the B. B. & C. I. Eailway were partly due to historical reasons and partly 
due to the costliness of the city of-Bomba.y. We are, therefore, unable to 
accede to the claim that the electric traction drivers on the South Indian 
Eailway should be paid on the same scales as the corresponding staff on 
the B. B. & C. I. Eailway. The overhead equipment staff of this section of 
the South Indian Eailway claimed that they should be placed on the sarne 
footing as permanent-way inspectors. We are not satisfied that this claim 
is tenable. 

Among the electric tractioB-staff of the. G. I, P. Eailway a l^rge nunqber 
of sub-station operators complained that they had long been kept on a tem¬ 
porary basis and in view of their high qualifications they claimed that they 
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were entitled to better treatment. The situation seems to have resultect 
from the introduction of a change in the method of supplying electricity tO' 
this section of the G. I. P. Railway. As the case seemed to be one of 
genuine hardship, we brought the matter to the notice of the representative- 
of the G- I- I*. Railway and he has promised to look into it. 

The loco-running staff complained that they are not sympathetically 
treated in cases where they are unable to satisfy the periodical tests of physi¬ 
cal fitness. As we have already pointed ouT; when dealing with station' 
masters, the rules relating to the subject are fair and adequate in that they 
require that other satisfactory jobs should be found for them. The com¬ 
plaint must, therefore, relate to the manner of administering the rule. The 
General Managers and the Chief Commissioner informed us that as far as 
possible they observed the spirit of the rule, though in the very nature of 
things it would not be possible to place such an invalided officer in the same 
position as he would have occupied but for his invalidation. 

31. Guards .—^The complaints of guards in respect of theii; scales of pay 
and the alleged disparity in this respect between different railways, have to 
a certain extent been met by the revised scales we have suggested. We 
would repeat the suggestion that the number of posts in the different grades- 
should be so arranged as not to deny reasonable opportunities to those in 
the lower grades to reach the upper grades. The guards on the. Isorth- 
Westem Railway claimed that a higher grade which had been abolished 
many years ago should be revived. We understand that this abolition took 
place nearly 15 years ago and even if it had been 'done on grounds of 
economy, we see no justification for suggesting that it should be revived. 
All that is necessary to be done is that reasonable prospects should be- 
offered to those now in service. There was a complaint of inconvenience- 
arising from absence of quarters for their residence in the vicinity of rail¬ 
way stations. They also complained of the inadequacy of .the dress allow¬ 
ance given to them and added that in small matters, like those of supply 
of watches, equipment boxes, etc., the railway administration could be more 
liberal to them. We commend these claims to the sympathetic considera¬ 
tion of the administration. Certain guards of the East Indian Railway nt 
Tundla who appeared to be graduates complainedHhat they entered service- 
as guards because they were Iqd to expect prospects of rapid rise but that 
they now found themselves in a very bad predicament after several years of 
service. Closer examination did not reveal that there had been any promises 
made to them which had not been fulfilled; but it nevertheless seemed that 
they found themselves in a bad plight. We brought their case to the notice 
of the General Manager, East Indian Railway, and he promised to look into- 
the matter. Among guards too, there is an objection to direct recruitment 
to higher grades as this deprives those in the lower grades of their oppor¬ 
tunities of promotion. But we are informed that only about 20 pet cent, of 
the vacancies in the higher grades is filled up by direct recruitment. This 
seems to us to be justified in the public interests. Another complaint 
was that guards on lower grades of pay are asked to work import¬ 
ant trains. It is not clear whether there is any definite rule or limitation in 
this matter; but it seems reasonable that those who are entrusted with 
higher responsibility must be paid better. We have no doubt that in the 
public interests, as much as in the interests of the staff concerned, the 
administration will observe this rule. 

Uomplaint of over-work .—^The question of hours of work is now imder 
adjudication. 
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As regards the complaint about hardship of night duty and lack of suffi¬ 
cient rest between each tium of duty, otu: observations relating to drivers will 
apply to guards as well. The proposal that risks of accidents should be 
protected against by some kind of insurance has abeady been dealt with.^ 


Brakesmen .—The general complaint of brakesmen was that they were- 
practically limited to that office throughout their life-time and that it had 
only a very low scale of pay. But we were informed by the administrations 
that even brakesmen had ample opportunities of promotion if only they 
qualffied themselves. On the G. I. P., it was complained that even brakes¬ 
men who so'qualified themselves were given entry only into grade “D" and 
not into grade “C” of the guards posts. We presume that this in turn 
depends upon the nature of the qualifications obtained. As regards r unn ing 
allowance, under-rest allowance, etc., we cannot accept the claim of brakes¬ 
men to be treated on a par with guards. The representative of the South 
Indian Eailway Guards complained that the benefits allowed under the- 
State Railway Establishment Code Rules 510, 512 and 513 were not made 
available to them. The administration will see if this is so and if the co*a- 
plaint is well founded, it must be remedied. 


32. Transportation (Power), Mechanical (Loco, Carriage and Wagon 
and Electrical) and Workshop Branches. —-For the subordinate, supervisory 
and technical staff of the above branches, the following scales of pay would 
be appropriate:— 

Foremen, Boiler InspeotOrs, Traneportation'l (i) Its. 260—15—350 
Inspectors, Mechanical Inspectors, Yard f 

Supervisers, Loco Inspectors and staff j (ii) Bs. 820—20—400 
belonging to similar categories, J (iii) Rs. 800—20—600 

Progress Supervisers, Assistant Foremen, T (i) Ks. 160—7—186—8—226 

and Chargemen and similar categories > (ii) Bs. 200—10—300 

J (in) Rs. 200—16-860 

Journeymen or Apprentice Chargemen Bs. 100—6—126—6—166/E.B.— 

6—186 


Chief Controller and Deputy Controller 

Section Controllers 
Assistant Controllers 


{ 

} 


(i) Bs. [800-20—600 
(u) Rs. 230-20-400 

(i) Bs. 260—16—360 

(ii) Bs. 200—10—300 


Assistant Telegraph Inspectors 
TelOTsph Inspectors 
Chitf Telegraph Inspector 


Same'scales as for A.P,W.Ib, and 
P.W.Ie. 


For the drawing office of the Mechanical and Electrical Branches, the 
same scale of pay may be allowed as for the drawing office in the Engineer¬ 
ing Branch. 

83. Traffip and Commercial Branches .—For the Inspectors of theso 
Branches, supervisory staff and other posts excluding those of Controllers- 
and iStation Masters of large stations whose pay has been dealt with 
separately, the following rates would be appropriate:— 

Traffic Inspectors, Commercial Inspectors, f (i).BB, 200—10—800 
Bates Inspectors, Claims Inspectors and J (ii) Bs. 260—16—860 
staff of similar categories. 1 (iii) Bs. 320—20—400 

(_ (iv) Rs. 800—20—600 

Assistant Inspectors in the above categories may, according to importanok 
of the charge, be classified in the lower of these categories or in the scale- 
of Es. 150—7—185—8—225 proposed for A. P. W. Is. 
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'Trafflo Canvassers. 

.Assistant Traffic Canvassers. 


(i) Re. 60—4—120—E.B.—6—170 
(u) Rs. 100—6-126-6—16fi~E.B. 
—6—186. 

(iii) Rs. 160 -10—260. 


34. Miscellaneous Claims .—Several sections of the Technical and Mecha¬ 
nical Departments have sent in representations the main claim wherein is 
for improved scales of pay. A general claim has been urged that technical 
staff should, as a whole, be paid better than non-technical staff. A sugges¬ 
tion has also been made that the hours of wprk should be reduced. Objection 
has been taken to the continuance of the daily rated system and the piece¬ 
work system and it has been further urged that even people engaged on the 
■daily rated system should be given all the facilities and the privi eges avail¬ 
able to monthly rated employees. The claims and grievances of the minis¬ 
terial staff and of the workers, whether on the line or in workshops, have 
been voiced by a number of unions who appeared by several representatives. 
The All-India Eailwaymen’s Federation (represented by Mr. Guruswamy) 
claimed a general representative character; but the workers of the S. I. K., 
N. W. E., B.B. & C.I., G. I. P., B. N. E., B. & A. and 0. T. Eailways 
were also independently represented. Their claim for a minimum wage of 
Es. 86—45 has been already dealt with. For semi-skilled labour, the Federa¬ 
tion claimed a scale of Es. 40—d—80 and for skilled labour and ministerial 
staff a scale of Es. 60—5—100—10—^200, on the basis of the pre-war level of 
prices. To meet the higher level of prices, they asked for dearness allow¬ 
ance being granted to them on the scale recommended by the Eao Com¬ 
mittee. Our recommendations comply with these demands so far as we 
thought it practicable to do so. Their claim that promotions in the lower 
grades up to about Es. 200 or Es. 250 should be determined by seniority 
has to a great extent been accepted by us, though not in an unqualified 
form. It is also our recommendation that the daily rated system should as 
far as possible, be displaced by the monthly rated system, except where 
the work is casual. The majority of us think that piece-work must be the 
exception rather than the rule—two members think that it is really not 
objectionable and should be encouraged wherever possible. Wages for 
piece-work must be so fixed as not to amount to exploitation. Objection 
was taken that a piece-worker may be tempted to over-work him.self out 
of a desire to earn more money; but the administration pointed out that 
there was no such danger as the hours of work regulations were applicable 
to piece-workers also. It was next pointed out that there is a tendency 
frequently exhibited by the administration to reduce the rates fixed for 
piece-work when it is found that the piece-worker produces a good outturn 
and earns a considerable sum. The administration denied this; but the 
Chief Commissioner, however, promised that instructions would be issued 
that no unfair advantage should be taken of improvement in the piece¬ 
worker’s outturn and no attempt to reduce his rates should be made on 
thin score, unless the improvement had really been contributed to by better 
machinery supplied by the administration. The Federation claimed that 
overtime work should as far as possible be discouraged in the interests of 
the health of the worker, but where overtime work had necessarily to be 
done, it should be paid at twice the normal rates. The question of rates 
for overtime work has been dealt with in Part II. Their points in respect 
of leave, retirement benefits, promotion and procedure in disciplinary 
matters have been dealt with in Part 11. They urged the necessity for the 
introduction of a scheme of social insurance against unemployment, sipk- 
ness, old age, etc. Such measures must form part of a wider scheme em- 
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bracing all workers. So far as the employees of the State are concerned, 
sickness is provided for to a certain extent by the provisions relating to 
medical leave and old age by the provisions relating to retirement benefits. 
Objection was also taken to a large number of workers being kept on as 
temporary employees for a long time. The administration pointed out that 
in view of emergencies, special projects, etc., it was inevitable to have a 
certain number of temporary employees; . but they promised that every; 
endeavom will be made to reduce the number to a minimum and to extend 
to them the privileges and benefits available to permanent etnployees, such 
as leave, provident fund benefits, etc. We have therefore nothing to add 
to what we have already said on this subject. One claim which deserves 
particular mention is the demand that the railway administration should 
provide facilities for better education and for practical training for its em¬ 
ployees with a view to helping them to quahfy themselves for promotion to 
higher ranks in the service. This is to a certain extent allied to the ques¬ 
tion of education facilities which we have dealt with in Part II; but it is 
of particular relevance here, because by providing such facilities to its 
employees, the railway administration will not merely help to improve 
their lot but also facilitate recruitrhent to its services. The General 
Manager of the East Indian Bailway informed us that steps in this direc¬ 
tion have been taken on his railway. We would be glad to see* active steps 
in this behalf taken by all the railway administrations. It was further 
claimed that members of the staff should be granted special leave for under¬ 
going technical training. This is but an extension of the principle of study 
leave and it seems to us that Bailway administrations will be serving their 
own interests as well in granting such encouragement to deserving 
employees. 


Passes .—Complaint has been made in respect of the discrimihation 
between one set of railway employees and another, in respect of the 
number of passes that they are entitled to. Now that nearly all the 
important Bailways have become State owned and State managed, we 
have been pressed with a claim on behalf of all public servants that even 
those not employed in Bailway services should be given facilities in the 
way of railway passes. We have dealt with this question in Part II. 
A-nAf.bAf .aspect of the question is whether persons in Bailway se^oe 
should, in view of the long standing practice, be treated differently from 
other public servants. The majority of us are opposed to. treating railway 
employees differently. Further the existing rules relating to passes for 
Railway employeos make a diSerentiation between officers and employees 
belonging to other categories in the matter of the number of passes they 
are entitled to. Even if it should be deemed expedient to continue the 
practice of treating Bailway employees differently from other puphc 
servants, there is Uttle justification for continuing the discrii^ation 
between the different grades of railway employees. This differentiation has 
been strongly resented by subordinate employees. We accordingly recom¬ 
mend that this discrimination should be abolished and the same number 
of passes, not exceeding jihree in the year, should be made available to all 
grades of Bailway employees. 

As regards the claim for medical aid for railwa,y employees, the Chief 
Commissioner informed us that ample provision alrea^ exists _m p^oes 
where a large number of employees are working,-whether m important 
stations or in. sheds or in workshops. As regards the people employed on. 
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the line and in out-of-the-way places, he said that the rules provide for 
immediate despatch of medical aid to them as soon as a report of their 
sickness is received or they are enabled to come to a place where medical 
aid is available. As we have already stated, he promised to draw attention 
once again to the rules in the matter and see that they are properly given 
effect to. When the Railway administration maintains a large medical 
department at considerable cost, we are unable to recommend that the 
administration must make good to its employees expenses incurred by 
themi in availing themselves of the services of private medical practitioners. 
As regards work on holidays, we have nothing to add to what we have 
stated already. We understand that members of the subordinates grades 
are not frequently transferred, but a claim has been made that if and when 
they are so transferred, a special allowance should be given to them to 
enable them to set up a new establishment in the place to which they are 
transferred. If, as we are informed, the rules pro-vide facilities for trans¬ 
port of their luggage, we So not see any justification for making a further 
differentiation between railway employees and other public servants in the 
matter of transfer. Claims have been made for the supply of uniform, foot¬ 
wear and other accessories. Apparently, the existing rules and practice in 
this behalf do not cover all employees and it is also said that the existing 
provisions are inadequate. We are not in a position to make any definite- 
recommendations in the matter, but it seems to us that these claims may 
well be sympathetically dealt "with by the administration. 

Representatives of the employees in the N. W. R. Workshops com¬ 
plained that unlike workshop employees in other railways they do not get 
any allowance for working night shifts. It is not clear to us whether there 
is any well-established practice about the payment of extra allowance for 
those who work in night shifts. We presume that such a system implies 
ttat all the employees will get their turns of night shift. If, however,, 
there is any difference between the practice followed in the N. W. R. 
Workshop and the practice followed in other workshops in this matter, we 
suggest that the Railway administration should examine the matter and 
adopt a uniform practice, imless there are special reasons for adopting a 
different course. It was alleged that there were serious anomalies and 
sometimes even injustice in the matter of the classification of workmen 
into semi-skilled and skilled and we were asked to lay down tests with 
reference to which a classification should be made. This is obviously 
impracticable. Certain categories of workers, e.g., grinders. Blotters,, 
shapers, wheel-turners, drillers, etc., were given as instances which are 
now treated as semi-skilled but which it was claimed should be treated as 
skilled. The differentiation must, we think, depend not merely on the 
nature of the job but also on quality. Subject to the observation that a 
person who is doing skilled work should not unfairly be classified as a 
semi-skilled worker merely with a view to reducing his remuneration, we 
must leave the matter to the decision of the authorities concerned. We 
were also told that a job which in one railway is clMsified as skilled is 
classified in another railway as unskilled or semi-skill^. This again is a 
question nf degree. We can only recommend that as far as possible some 
measure of uniformity should be observed in all the railways. It will be 
helpful if the railway administration can see its way to settle such ques¬ 
tions in consultation with the unions concerned. A strong objection was 
raised to any system of contract labour. It was insisted that work of 
every ViTnl for which contractors’ labour was at present engaged should be 
.got done by departmental labour. We are not able to make any such 
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sweeping prohibition. As it frequently happens that labour does not get 
a fair deal from contractors, it wiU be consistent with the spirit of our 
recommendations if contract labour is avoided as far as possible. To secure 
the interests of labour generally, there should be a fair-wages clause even 
in contracts and the administration should be under some responsibility to 
ensure that the fair-wages clause is, in fact, given effect to. Mir. Kalappa 
(the representative of the B. N. Eailway Union) urged that under the pre¬ 
sent system an unjustifiable differentiation was being made in favour of 
the Controllers and other Transportation staff as against the class of station 
masters in the matter of promotions. We can only repeat the general 
recommendation that we have already made that, to ensure contentment 
among all sections of the staff, reasonable channds of promotion must be 
provided for every section and no section should be given an undue 
advantage. 


Note The following scales of pay have been suggerted by Mr. Joshi and Sardar 
Mangal Singh:— 

Rs. 

OtiASS in— (i) General scale for Clerks 66—5—120—6—180 

(2) Commercial Clerks . 70—6—120—6—180 

(3) Upper Division Clerks') 

with university degree >100— 6—.160—8—200—10—260 
initial entry qualification. J 

(4) SignaUers . . 70—6—120—6—180 

(6) Assistant Station Mas-"1^70-”6—100—6—160—8—200 
tars & Station Masters. / 

(6) Ticket Collectors . \66—180 

Special Ticket Examiners /100—200 


(7) Asstt. Train Examiners 

(8) Tracers & Asstt. Drafts¬ 
men .... 

(9) Asstt. Sanitary Inspect¬ 
ors .... 

(10) Asstt. Traffic Canvassers 


66—180 

66—180 


(11) Brakesmen 


(12) Guards 


■{ 


(13) Drivers 

(14) Shunters 
C1.A88 IV— (16) Firemen 


66—180 

70—200 
60—80 
80—100 

76—200 
120—250 
160—300 
80—200 
100—260 
. ■( 160—300 
200—360 


(16) Agwala 

Class HI—. (17) Compounders and 
Dispensers. 

Class IV— (18) Laboratory Attendants 

(19) Dressers and Ward Boys 

(20) Office Peons & Unskilled 
workers. 

(21) Office Jemadars & Semi¬ 
skilled workers. 

(22) Record Keepers, Record 
sorters and higher grade 
of semi-skilled. 

Class in— (23) Skilled Workmen 

(24) Higher Grade of skiUed \130_200 
Workmen. f 

(26) Supervisory posts ofj 

s^ed workmen or >200—10— 
leaffing hands. J 


76—200 
60—80 
100 
80—120 

45— 70 
66—130 
66—180 
60—86 

46— 70 

40—1—60—2—60 


r 60—i 
■ i 70— 
(_ 80—: 


46—1—60—2—70 


60—2—70—3—86 


65—160 


260 
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2; Other charges under the Transport Department 

1. The Transport Department also deals with ail major ports, Port 
Trusts, pilotage, light-houses, tramways, waterways, country craft orga¬ 
nisation, motor vehicles in centrally administered areas, priority controls, 
rationing of motor spirit. Central Eoad Fund and post-war road develop¬ 
ment etc. 

2. We do not make any recommendations with reference to the advisory 
posts at headquarters including the Eailway priorities and Motor Trans¬ 
port Branches since the posts are temporarily filled on an ad hoc basis 
and are not yet classifi^. In many cases we expect the staff will be 
reduced with the gradual withdrawal or relaxation of controls which origi¬ 
nated during the war. 

3. The posts in the Eoads organisation however though still unclassi¬ 
fied seem to bo a permanent branch of the department. We observe 
that existing scales have generally been fixed on the basis of old or new 
scales for engineers and with particular reference to the grade of officers 
to be recruited. We recommend that in future recruits to technical 
posts in this branch comprising various grades of Engineer consultants, 
materials and plant officers, statisticians, etc. should be fitted into the 
scales we have recommended for Class I and Class II Services generally, 
according to the importance of the post and the qualifications required of 
its incumbent, maintaining due parity with the Central Public Works 
Department. 

4. We have received representations from two categories of staff in 
this branch namely Assistant Engineers and Legal Assistants for an 
increase in their pay. The former have stated that the scale of Es. 850— 
25—750 is low in comparison with the rates allowed to Assistant Direc¬ 
tors of the Central Waterways Irrigation and Navigation Commission and 
the Punjab P.W.D. As we assume the Eoads organization to be permanent 
we think their case ought to be dealt with on the lines we have indicated 
for the C.P.W.D. generally and not on the basis of temporary organisations 
for which, more liberal scales have been allowed during the war period. In 
regard to the posts of Legal Assistants, we cannot see our way to recom¬ 
mend any special rates of pay since the responsibility for giving legal 
advice finally rests not on Such Assistants but on the specially qualified 
staff of the Legislative Department. The recruitment of persons with 
legal qualifications to ordinary posts of Assistants has apparently been 
,a departure merely to get a more qualified type of recruit and so long as 
personnel are available for such posts on the terms advertised, we do not 
see any necessity for revising generally the scales for this category of post. 
This is also in consonance with our recommendations in the case of the 
technical assistants in the office of the Superintendent of Insurance. 

6. Ports .—Cochin is one of the major ports under the control of an 
Administrative Officer, and is administered by the Transport Department 
in the absence of a governing body like a Port Trust. We have no 
special observations to make as regards the Class I and Class II posts 
like Port Officer, Harbour Master, Traffic Manager, Chief Accountant, 
etc. under the Administrative Officer except to suggest that the ranges 
in these scales should be kept within the limits we have proposed gene¬ 
rally for posts within the time scale of these services. This alone will 
serve to avoid disp.arity between posts of comparable responsibility having 
in mind the lowering of ceiling limits of higher salaries generally. 
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6. Eepresentatives of the Coehia Port Staff Association who appeared 
before us complained that their scales of pay were low and not imiform and 
that as the State Government had recently raised the scales of pay of 
their employees on account of the higher cost of living, Cochin shoiild be 
declared an “A” class area for purposes of grant of dearness allowance. 
For ministerial and subordhiate technical posts we recommend that the 
scales of pay should be brought into line with our general scales for office 
staff, as for instance in the office of an Executive Engineer or Superin¬ 
tending Engineer C.P.W.D. The system of dearness allowance recom¬ 
mended by us will obviate the grievance about the inadequacy of that 
allowance. It was demanded on behalf of work charged establishments 
that such establishments as were kept temporary for very long periods 
should be made permanent so that they could obtain the benefits of leave 
etc. Among other grievances were inadequacy of overtime payment and 
absence of compensatory holidays. In view of our general comments on 
these subjects we do not propose to make any special recommendations 
regarding the Cochin Port Staff. 

7. Bengal Pilot Service .—The administration of the Bengal Pilot Ser¬ 
vice has recently passed from the Commerce Department to the Transport 
Department. Originally the Hooghly Pilots were in receipt of fixed rates 
of salary like other employees of Government but in 1876 a Moensed ser¬ 
vice was estab'Hshed, the members of which were remunerated by payment 
of pilot fees levied on ships. In 1886 the licensed service was replaced 
bv a Covenanted Service the members of which vvere entitled in addition 
to the ordinary scales of pay to a percentage of the pilotage fees fixed 
by Government. While the ordinary pilot services are under the control 
of the Port Authorities, the Bengal Pilot Service is under the control of 
Government. 

8. The following are the important posts in the Bengal Pilot Service:-— 


Class I— 


Pilots ...... 

A scale Bs. 400—2,2001 


B „ Bs. 400—1,800 h 

C ,. Bs. 360—L300j 

Port Officers . . . 

A scale Bs. 2,660. 

B „ Bs. 2,150. 

C „ Bs. 1,600. 

Leadsmen Apprentices, 1st Mates, 2nd 
Mates, etc. 

Bs. 200—360 witbdiffexenoes in seales 
A, B and C. 

ClassII— 


Chief Engineers of Pilot Vessels 

Bs. 600—800 (Old). . 

• Bs. 400—660 (Revised). 

Class in— 



'2nd Engineers . . Scales ranging from Be. 260—300 to Be. 380—iSO. 

3rd Engineers , . Scales ranging from Be. 180 to Bs. 280—310. 

4tb Engineers . Scales ranging from Bs. 160 to Bs. 180. 


*A and B scale Pilots are allowed to draw full night pilotage fees. C scale offioera 
draw only 60 per cent, of fees though as a temporary n-easure since 1844, they too have 
been allowed full fees. 
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There are two pilot vessels “Andrew” and “Lady Fraser" and a steam 
launch. The crew of these which include Butlers, Saloon servants, Fire¬ 
men, Cooks, Serangs, Carpenters, Stokers, Lascars, Bhandaris, etc. 
belong to both ‘inferior’ and superior service. At present those in the 
inferior category are on scales ranging from Ks. 18 to 24 while those who 
are in the superior categories are on scales ranging from Es. 20 to 70. 

9. The main grievance of the members of the Pilot Service, which sent 
a representative to appear before us was that repeated representations 
since 1937 on behalf of officers on the Eevised scales of pay had not 
received the favourable consideration of Governnient notwithstanding a report 
on the subject by Capt. H. L. Davis, E.I.N 1 ., C.I.E., O.B.E., Nautical 
Adviser to the Government of India. As that report has not been sent 
to the Commission we are not able to offer any comments thereon. But 
we t.bink it right to mention that this service seems to lay great stress 
on that Eeport. On the groimd that there was considerable disparity in 
pay between the Bengal Pilot Service which is a senior service and the 
pay of Harbour Masters who are employees of the Calcutta Port Trust 
the Service demanded that the old scales of pay should be applied to new 
entrants also. We consider that instead of reverting to the old scales of 
pay the grant of the Class I scales which we have proposed for other ser¬ 
vices should be adequate for members of this service. The posts should 
be classified into junior and senior scale according to responsibilities. 
The members of the service also demanded a general enhancement of pilot 
fees. We understand that the fee varies according to the size of the 
ship and in normal times a junior pilot earns about Es. 175 p.m., a 
Master Pilot Es. 250 and a Branch Pilot about Es. 450 to 500, As in 
the case of the Customs Preventive Service, we consider that it would 
be less derogatory^ to the service especially if it is to be a Class I Ser¬ 
vice if officers did not have to depend on payments made by shipping com¬ 
panies for any services rendered by them. It may be desirable if instead 
of the officers receiving the pilot fees, compensation at suitable rates is 
allowed to them while out on the sea or working overtime, without relat¬ 
ing it to piloting fees which Government may themselves levy and retain. 

10. We may bring to the notice of Government the claims made by 
the members of this service for an allowance for uniform and an allow¬ 
ance for detention while waiting for boarding a vessel after leaving another. 
A question of some difficulty was raised as to the kind of assistance 
which rnembers of the service should receive from Government when legal 
proceedings are instituted against them in cases arising out of the dis¬ 
charge of their duties. It often happens that the costs awarded to them 
by Court even when they are successful may not meet the actual expen¬ 
diture on their defence. Such cases deserve sympathetic consideration. 
The case seems analogous to that provided for in Eule 1602 of the State 
Eailway Establishment Code. 

11. In regard to the other categories of employees mentioned in para. 
8, supra, we recommend that for the categories now classified as ‘inferior’ 
the scale of Es. 30—35 would be appropriate. For the higher categories 
requiring some technical skill or professional experience, the following 
scales may be found appropriate provided they are applied with duo 
regard to the differences in skill and training required to be possessed;— 

Es. 35—50 

Es. 60—75. 

Es. 75—105. 
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The Communications Department deals with the following subjects:— 

1. Posts and Telegraphs. 

2. Eailway Inspectorate. 

3. Meteorology, and 

4. Civil Aviation. 


1. Posts and Telegraphs 

1. The administration of the Indian Posts and Telegraphs Department 
is under a Director General with Headquarters in New Delhi. For purposes 
of administration, the country is divided into nine circles whose boundaries 
roughly correspond with those of the Indian Provinces including adjoining 
States. Seven Circles are under Postmasters-General: the heads of two 
minor Circles, viz., Sind and Baluchistan and Assam are officials of lower 
status, i.e.. Directors of Posts and Telegraphs. The Postmasters General ' 
and the Directors are responsible, within their jurisdiction, for the adminis¬ 
tration of all branches of the Department including postal, telegraph and 
telephone services. On the postal side, the Circle is divided into postal 
divisions each in charge of a Superintendent of Post Offices who controls 
within his area (which might roughly be equivalent to two Districts) all 
postal and telegraph traffic work in Post Offices and combined Post and 
Telegraph Offices. Post Offices in large urban areas and principal Telegraph 
Offices generally are in charge of gazetted Postmasters and gazetted Tele¬ 
graph Traffic Officers who deal directly with the Postmaster General. The 
telegraph engineering work, including telephone work, is organised on the 
basis of divisions each in charge of a Divisional Engineer who is also in 
charge of the management of telephone exchanges and the construction and 
maintenance of the lines of communication and apparatus. The Post Office 
is one of the biggest utility services in India and because of its well organised 
system, it has undertaken for the public benefit a variety of services which 
do not relate to the receipt of transmission of communications proper, e.g., 
carriage of parcels, remittance of money, provision of savings bank facilities 
and encouragement of small savings, life insurance, payment of military 
pensions, issue of wireless licenses, distribution of quinine, etc. Under the 
pressure of war demands, the P. & T. Department expanded its activities 
during the war period—particularly its, capacity for handling postal, telegraph 
and telephone traffic. The Department has prepared plans for its post¬ 
war development which involve mainly the adjustment and extension of 
facilities provided during the war period for war purposes to growing peace 
demands. 

2. Postal work is done in three classes of offices—Head Post Office, Sub- 
Post Office and Branch Post Office. The first two deal with all kinds of 
postal work, while the last category deal generally with distribution work 
and are usually worked by persons who are extra-departmental agents with 
other avocations, e.g.. Village Schoolmasters, Shopkeepers or other res¬ 
pectable persons or retired postal employees. 
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3. The main categories of postal employees in the lowest category are— 
runners, packers, mail peons and letter-box peons whose duties are fairly 
indicated by their designations and who are at present classified as inferior 
servants. Postmen and Village Postmen draw a higher scale of! pay and 
belong to a higher category being treated as “superior”. Over this cate¬ 
gory are Head Postmen. Overseer Postmen, Sorting Postmen and Cash 
Overseers and their duties comprise mainly supervision of postmen and 
lower grade staff, conveyance of cash, routine sorting of mail and making 
enquiries into petty complaints. The clerical category, which is higher 
than that of Head Postmen, deals with clerical work as well as work at the 
counter; it supplies the personnel for sub-postmasters as well as for Town 
Inspectors. Above this grade are Inspectors of Post Offices who are in 
charge of postal sub-divisions including a group of post offices. Their pay is 
on the lower selection grade in the clerical scale and for outdoor work they 
are assisted by mail overseers who are of the same category as Head Post¬ 
men. The Superintendent of Post Offices, who is a gazetted officer, co¬ 
ordinates and supervises all postal transactions in his area excluding those 
of the ofl&ces under gazetted postmasters. 

4. A very large number of sub-post offices do both postal and telegraph 
work. The booking and transmission of messages in such offices are carried 
out by pSstal signallers who are on the grade of clerks. Where there are 
separate telegraph offices, messages' are received and transmitted by tele¬ 
graphists who are on a grade different from the clerical grade and whose 
work is supervised by Telegraph Masters who are promoted from the cadre 
of telegraphists. Mechanical duties such as sorting of telegrams are done 
by Munshis who are of the Postmen class while delivery of messages is 
carried out by messengers who are generally task-work messengers receiving 
subsistence allowance on a special scale in addition to charges for messages 
actually delivered. 

5. The transport of mail by railway between post offices is looked after 
by the Railway Mail Service which works in units which are distinct from 
Post Offices. The R. M- 3- work is controlled by Superintendents of R. M. 
S. who are on the same cadre as Superintendents of Post Offices. The 
clerical staff under them deal with the sorting of mails during transport and 
are qn the cadre of clerks. The lower grade staff comprises mail guards, 
porters and office peons. The work of the R. M. S. sts® is invigilated by 
Inspectors on the same scale as Inspectors of Post Offices. 

6. On the engineering side, each divisional engineer has a number of sub- 
divisional and other officers of gazetted status working under him. The 
work of construction and maintenance of telephone and telegraph lines and 
apparatus is in charge of such officers who have under them technical staff 
of different grades, e.g., Supervisors, Mistries, Cable Jointers and other 
technically skilled staff, such as line Inspectors and Sub-Inspectors who 
supervise and control working parties and linemen (who are semi-skilled 
workers corresponding to postmen) in charge of the laying and maintenance 
of lines. Telephone exchanges within his area are also under the Divisional 
Engineer, the exchanges being, according to their importance, in charge of 
gazetted officers, or persons of the rank of Engineering Supervisors and 
Telephone Inspectors. 

7. The Indian Post Office on its present footing dates from 1854 when 
the Department was placed under the control of the Director General with a 
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hierarchy of officials under him. It was at that time that uniform postage- 
rates were fixed irrespective of distances. Uniform rates for parcels carne- 
into force in 1871 and the V. P. system, insurance of letters and parcels, th& 
Money Order and Savings Bank were aMed in the course of the'next decade. 
In 1883, combined Post and.Telegraph Offices were introduced; but the- 
postal and telegraph sides were under two Director Generals till 1914. The 
amalgamation was completed in 1929 when the head of the postal circle, 
namely, the Postmaster "General, was also given control over telegraph work. 
The history of the department provides the explanation as to why the ser¬ 
vices in the P. & T. Department are so numerous and conditions of service 
so heterogeneous. The classification of the various Services does not indi¬ 
cate their organisation but merely their position for purposes of the Civil: 
Service (Glassification, Control and Appeal) Rules. 

8. The Telegraph Engineering Service, Class I, alone has, from the start, 

- stood out as a superior service. Posts on its cadre include Assistant Divi¬ 
sional Engineers, Divisional Engineers, Directors and Chief Engineers. In 
the regular hierarchy, are administrative posts of Deputy Director General, 
Postmaster General and Director General. The Indian Posts and Telegraphs 
Traffic Service, Class I is, however, a hotchpotch of superior appointments 
to which members of different constituent services can look forward for 
promotion, e.g., Director General, Senior Deputy Director General, Post¬ 
master General, Deputy Postmaster General. 

The Class II Services include the following;— 

Assistant Engineers in the telegraph, telephone, wireless or electrical 
branches; 

Deputy Assistant Engineers in the above branches; 

Postal Superintendents; 

Gazetted Postmasters; 

Telegraph Traffic Service, e.g., Superintendent and Deputy Superin¬ 
tendent ; 

and certain non-gazetted posts of Chief Superintendents, Superintendents, 
Foremen, Managers, etc. These again represent a conglomeration of poste- 
on different scales of pay. 

Some of the Class I posts are filled by members of the I.C.S. The 
Islington Commission dealt with some of the problems connected with the- 
staffing of the P. & T. Department. With a view to improving the direct 
recruitment of Indians to superior appointments, it recommended the- 
gusuranteeing of a fixed number of vacancies for non-I.C.S. members of thfr 
service. It also recommended amalgamation of the Imperial and Provincial, 
branches of the Telegraph Engineering Department, restriction on the 
appointment of non-domiciled Europeans, direct recruitment to telegraph, 
trsfec branch and a fair distribution of posts on a provincial basis as well as- 
a rationalisation of pay of gazetted posts in the Department. 

9. The Postal and Telegraph Committees of 1920 did not deal withi 
gazetted appointments; but one of the terms of reference of the Retrench¬ 
ment Advisory Committee, 1931, of which Sir Cowesjee Jehangir was. 
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Chairman, was the consideration of rates of pay for new entrants in' the V. & 
T. Department. The latter Committee recommended certain rates of pay 
-as indicated below; but when the revised rates came to be settled, the 
Government proceeded on wholly different lines:— 

Revised rate 

Recommendations sanctioned by 
Old rates of 1931 Committee Government 

Rs. Rs. Rb. 

®.G.P. & T. 3,609—100—4,000 3,000—100—3,600 

‘Chief Engineer ... ... 2,760—-125—.3,000 2,260—-100—2,760 2,260 

f 2,000 

P.M.G.&r).D.G.(n6a-I.C.S) 2,000—100—2,600 1,800—60—2,100 J 

\ 1,600 

Directors of Telegraph 1,750—100—2,100 1,060—’60—1,600 1,300 

Engineering. 

(Deputy Postmaster General ... 1,000—60—'1,600 900—40—1,300 760 ; 860 : 960 

.Presidency Postmasters, 

Calcutta and Bombay. 1,000—60—1,600 900—>40—-1,300 760 ; 860; 950 

Madras. 800—40—1,000 700—40—900 (with S. P. for 

Bombay, and 
Calcutta). 

:Superintendent of Post 300—20—'600—26— 250—'26—'660 240—20—480 

Offices and R.M.S. 760 —16—600 

■Oasetted Postmasters, Delhi, 700—'26—800 626—-20—726 600 

Lahore, Karachi & Poona. 

Deputy and Assistant Post- 380—'30—'660 300—'20—600' 

master. 

Superintendents of Tele- 360—20—650 260—'26—'660 

graph Traffic 2nd Division. —30—'700 240—'600 

Deputy Superintendents ... 350—450 300—-20—'540 

600—600 . 

-Superior Telegraph Engineer- 625—1,376 660—'36—'1,100 750; 850; 960 

mg Service. (Senior) (Senior) 

376—976 300—800 260 ; 360 ; 600 

(Junior) (Jimior) 

-Assistant Engineers ... ... Same as Supt. ot Same as Supdt. of "I 

Telegraph Traffic Telegraph Traffic 1 
2nd Division. 2nd Division. ^ 240—.20—480 

-Dy. Assistant Engineers ... Same as Deputy Same as Deputy —.16—600 

Superintendents. Superintendents. J 

10. Eefemng to the history of non-gazetted posts, the Heseltine Com- 
:inittee (1920) remarks as follows: “Conditions remained all but undisturbed, 
-increases of pay were sanctioned occasionally in places in which they were 
found to be necessary, but such sanctions were few and unimportant and 
-each individual sanction affected a comparatively small number of men. It 
-is in the years following the outbreak of the war that conditions have arisen 
which have caused the distress and resultant unrest and agitation and ;ereat- 
■ed the situation which our Committee has been appointed to investigate”. 
This Committee was charged with the duty of recommending measures for 
;the amelioration of the conditions of service and rates of pay of non-gazetted 
-supervisory, clerical, sorting and menial establishments employed in the 
Postal Branch and such sub-ordinate establishments of the Telegraph 
Branch, including Telephone staff, as were not dealt with by the Telegraph 
-Committee which was appointed about the same time to deal with similar 
•conditions concerning non-gazetted staff in the separate Telegraph Depart- 
-.ment. The scales of pay were arrived at after laborious investigation and, 
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while varying from locality to locality, were based generally on an apprecia¬ 
tion of the nature of the duties performed by the personnel of the P. & T. 
Department. The Committee ^appear to have been the first in the field 
to attempt some system of uniformity in regard to the remuneration of the 
P. & T. Services in different parts of.the country; and they seem to have 
hept in mind the prevailing rates for other classes of Government servants. 
Certain remarks and obiter dicta of the Committee and similar views ex¬ 
pressed by high Government officials at different times have been made the 
basis of claims for special treatment for all categories of employees in the 
postal service." The following are some of the remarks in point:— 

“The conditions of service of postal clerks differ very much from those 
of the ordinary clerk in a Government office; their hours of 
work are longer and much more irregular, beginning in some 
cases at 5 a.m. and ending as late as 10 p.m.; they get no 
holidays to speak of, and they have considerable pecuniary 
responsibilities." 

“The increase of pay we recommend for postmen is more liberal than 
the increase proposed for inferior servants, the reason being 
that the postman is drawn from a class distinctly superior to 
that of the ordinary menial and the present rates of pay have 
been found to be insufficient to attract the class of men re¬ 
quired..the postman to be qualified for his work must 

have some Imowledge of the script of at least two languages, 

one being English;.,...his duties involve considerable 

pecuniary liability. Ho is in fact in a small way a cashier; 
valuables and cash are entrusted, to him, he has to render a 
daily account, to furnish security and to make good losses. 
That he is or ought to be-a much better man than the ordinary 
chaprasi, mail peon, messenger or packer is recognised by the 
status—that of a superior servant under the Leave and Pension 
Rules—which has been conferred upon him. 

11. The scales of pay which were sanctioned by Government following 
the recommendations of the Heseltine Committee failed to keep the staff 
satisfied for any length of time and there was a revision in 1926. The sub¬ 
ject again came up for review by the P. & T. Sub-Committee of the Re¬ 
trenchment Advisory Committee appointed in June 1931 under the Chair¬ 
manship Of Sir Cowasjee Jehangir. Inasmuch as the policy of the Gov¬ 
ernment at the time was to effect all possible reductions in public expendi¬ 
ture, the general terms of reference to the Sub-Committee followed the 
lines laid down by the Retrenchment Advisory Committee; but an addi¬ 
tional point referred to them was to— 

“Advise on the principles which should guide Government in fram¬ 
ing proposals for the remuneration of future entrants in the 
P. & T. Department: particularly whether new entrants who 
are likely to be employed mainly or altogether locally should 
be remunerated on separate local rates of pay as at present; 
or on uniform low Circle, or All-India basic scales pitta vari¬ 
able compensatory allowances, according to the special 
circumstances of different stations,” 

On this point, the Committee which consisted of non-officials as well as 
of official experts made detailed recommendations. After considering the 
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merits and demerits of continuing eight diSerent scales of basic pay lor 
different localities and areas as against a uniform basic scale applicabl© 
throughout India, the Committee were of the following opinion: 

“In our view the present system is defective in its inception inas¬ 
much as the so-called rates of basic pay include a certain 
amount which is obviously of the nature of a compensatory 
allowance. We also understand that the existence of differ- 
ent scales of pay within each Circle and sometimes ^ even 
within smaller areas included in the Circle leads to incon¬ 
venience in administration and unnecessary expenditure in 
the matter of transfers. Some of these defects have, we 
understand been removed by a modification of the Funda¬ 
mental Eules 22 and 26. But in our opinion such measurea 
are merely palliative and the needs of the situation should 
be recognised by having one uniform scale of pay applicable 
throughout India and Burma supplemented by suitable com¬ 
pensatory allowances so that such transfers as have to be 
made in the interests of work can be carried out without 
hardship to the employee on the one hand or waste of pubhe 
funds on the other.” 

Government did not accept the recommendations of the Jehangir Com¬ 
mittee; and in a large number of cases, the new scales of pay sanctioned 
in 1935 which had effect from 16th July 1931 in the case of new entrant* 
were on a lower scale than those recommended by the Committee. 

12. We have dealt in Part I with the growing discontent against these- 
scales, due to the subsequent rise in prices, the nature of the relief granted 
by Government to meet the*rise in the cost of living and the circumstance* 
leading to the appointment of this Commission. The disputes between the 
employees and the Eailway and Posts and Telegraphs Departments and 
the references to Adjudicators have also been referred to in paragraph 16- 
of Part I supra. The case for adjudication about the claims of the P. A T. 
employees as put to the Hon’ble Mr. Justice G. S. Eajadhyaksha, I.C.S., 
was in regard to the following issue:-— 

“Whether taking into consideration the various forms of relief al¬ 
ready granted by the said Department to the said employees, 
such of the employees as are governed by the new scales of 
pay require any further relief pending the findings of the 
Post-war Pay Commission and if so, the nature and extent 
of the relief required.” 

The Adjudicator recommended the following relief to take effect from 
the 1st July 1946;— 

Categories of staff as given in the Schedule I on page 77 of the Manual 
of pay and Allowances of officers of the Indian P. <t T. 

Department, Inereate 


(♦) Section XV— 

Runners. 

Section XVI— 

Record Suppliers, Ferro Typers, Multigraphers, Ootnposi- 
tors, Remprinter Operators, Markers. Dnftries, 
Form Suppliers, Fotm Pickers, Binders, Attenders, 
Jamadars, Hall Jaraadars, Head Porters, Overseers 
in Railway Mail Service, Havildars, Head Peons 
and Mukadams. 
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SectioQ XVII— 

Boy Peons, Boy Messengers and Boy Farashes, 
and 

Section XVIU (o)— 

Packers, Porters, Messengers other than Task-work 
Messengers, Chowkidars, Watchmen, Qatemen, 

Hainals, Burwans, OfiSce Peons, Farashes, Mail 
Peons, Van Peons, Boatmen, Dandies, Manjhies, 

Tindals, Lascars, Cable-guards, Attendants, Battery- 
men, Line Coolies, Press-men, Telephone Coolies, 

Wire Coolies, Bistributors, Inkers, Cleaners in Tele¬ 
phone Exchange, Firemen, Liftmen, Weighmen, 

Lampmen, Khallassis, Coolies, Engine Coolies and 
other wholetime employees. 

{ii) Task-woik Messengers. 60“/, 

(Subsistence 
allowance). 

(ttt) Section V— 

Postmen, Village Postmen, Mail Guards, Line Riders, 

Departmental Stamp Vendors at places other than 
Presidency Towns, Shroffs and Bill Sircars, and ^ 20“/. 

Section Xm (6)— ' 

Carpenters, Painters, Bicycle Mistries, Assistant Mistries 
and Motormen. 

<w) AH other categories excluding those in Section I, XII and 
XIV, but including Second Division Clerks and Account¬ 
ants in Section I. 

(v) Section I (with the exception of Second Division Clerks 
and Accountants.) 

Section XII— 

t ; Sub-Inspectors, and 
ection XIV— 

Conservancy Inspectors, Caretakers, Sanitary Ins¬ 
pectors and Conunissionaires. 

Note (1) The relief on the scale recommended should be extended to 
the employees of the Telephone Districts of Bombay (includ¬ 
ing Ahinedabad and Karachi), Calcutta and Madras and of 
the Telephone Workshops appointed on or after Ist April 
1943 on the Posts emd Telegraphs scales of pay for oorres- 
ponding categories. 

(2) The employees on the unified scales of pay are excluded from 
the above relief. 

II. Retrospective effect to be given to the above relief in respect of all 
the categories except category No. (») from the Ist January 1946 to 
Ist July 1946, i.e., for 1^ years on the basis of relief on 1st July 1946 (on 
the pay for June 1948). 

m. Grain concession allowance to be given to all the new scale em¬ 
ployees at places where no grain concession sciheme is in operation at a rate 
equal to the money value of the concession at Bombay in respect of 3^ 
consumption units. The present value of the concession is Rs. 8/12/- 
per month. 

rV. Upgrading of all the “C” areas into “B” category for purjwses of 
dearness allowance with the result that the dearness allowance given to 
the new scale employees at places included- at present in "C” category, 
will be increa8ed''by Rs. 2 per month. 
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In the orders contained in Director General’s memorandum No. A-1- 
89-61/46, dated the 15th August 1946, the Government stated their willing¬ 
ness to accept the award of the Adjudicator in its entirety and to sanction 
on a temporary basis the grant of personal pay to the non-gazetted staff of 
the Department on the revised scales of pay mentioned in the foregoing 
statement at the rates indicated against each. Staff on the old scales of 
pay were also allowed the benefit of the grain concession allowance men¬ 
tioned above and the additional dearness allowance involved in the upgrad¬ 
ing of “C” into “B” areas. Employees on the unified scales of pay who 
are not ordinarily eligible for the above concessions were allowed an option 
of reverting to their permanent departmental scales for drawing the relief 
recommended by the Adjudicator in the shape of personal pay. The 
following additional concessions were also sanctioned by Government on a 
temporary basis vide D. G. P. & T.’s memorandum No. A-39-61/46, dated 
17th August 1946; — 

(i) Good Conduct Pay at the revised rates of Es. 12 and Es. 10 for 

all non-gazetted staff. 

(ii) Increase in house rent allowance for postmen and inferior 

servants in Calcutta from Es. 5 to Es. 10, in Bombay from 

Es. 7 to Es. 10, in Delhi from Es. 5 to Es. 9 and Es. 3 to 

Es. 7 respectively for postmen and inferior servants, in 

Madras Es. 3 to Es. 7. 

(iii) House rent allowance at Es. 10 to non-gazetted staff other than 

postmen and inferior servants stationed in Madras City. 

(iv) Compensatory allowances for non-gazetted staff of certain grades 

in Calcutta and Bombay. 

13. The following principal All-India Unions of postal employees, 
besides a very large number of branch unions and unrecognised associa¬ 
tions and ad hoc Committees of individual employees made written repre¬ 
sentations to the Commission and also gave oral evidence: — 

(i) The Federation of P. & T. Unions. 

(ii) The All-India Postmen and Lower-Grade (including R. M- S.) 

Staff Union. 

(iii) The AU-India Postal and R. M. S. Union. 

(iv) The All-India Telegraph Union. 

(v) The Indian Posts and Telegraph Union. 

(vi) The Indian Telegraph Association. 

On some subjects of common interest, the views expressed by these associa¬ 
tions as well as the specific suggestions made by them were not imanimous. 
The Federation of P. & T. Unions put forward a scheme which was based 
on what they considered to be an objective appreciation of the minimum 
living wage. On a cost of living index of 180, the Federation suggested 
that the minimum initial wage for a working class employee should be 
Es. 65 and for a middle class employee Es. 85 and they set out an elaborate 
scale of classification of posts with different points of entry according to 
qualifications and responsibility. Except where direct recruitment was 
specifically provided for, the normal method for filling posts right up to 
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the highest gazetted post should, according to them, be by promotion' 
based on selection as the result of a departmental examination. Eve^ 
person who is unable to rise outside the grade of service which he entered 
is to be assured an increment annually till retirement. The All-India 
Postmen and Lower Grade StaS Union made their suggestions on a differ¬ 
ent basis. Their rates were stated to be based on an average cost of living 
index for all-India of 175 to 180 and they advocated the abolition of the 
zonal differentiation in pay scales. The All-India Postal and R. M. S,^ 
Union also suggested scales based on an index of 175, but their pay scales- 
differed from those suggested by the All-India Postmen and Lower Grade- 
Staff Union. The All-India Telegraph Union suggested somewhat different 
figures for particular categories of employees based on an index of 200. 
The extent of these variations will be evident from the attached statement 
which shows the figures suggested by various Unions as also the pre-1931 
and the post-1931 scales for purposes of comparison. 
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Junior Selection Grade . II & III 160—10—260 130—6—190 

Senior Selection Greule. 260—20—350 200—10 250. 



PAKT III 


14. In view of the suggestions that had been made in some quarters 
for differential treatment for employees of the quasi-eommercial depart¬ 
ments of Governemnt, we attempted to elicit the views of the important 
associations of P. & T. employees on the subject. The opinion expressed 
by all of them was that the Post and Tele^aph staff should be treated 
like the employees of any other department of (iovernment for the purpose 
of fixing their remuneration and that the financial position of the Depart¬ 
ment from time to time should have no bearing on the subject. The 
Post and Telegraph Associations, however, claimed preferential treatment 
for employees of that department for other reasons. Thus a higher rate 
of pay was demanded for postal clerks on the ground that conditions of 
work in poet and telegraph offices are distinct from other offices, with 
longer and irregular hours of work, night work and practically no holidays. 
In the case of a postman also, higher remuneration was claimed than in 
the case of the ordinary inferior servant or messenger on the plea that he 
is drawn from a class distinctly superior and must possess the rudiments 
of hteracy. In his reply to our questionnaire, the Director General stat¬ 
ed that “In the P. & T. Service, the following special features are also 
involved; (i) intimate contact with the public, (ii) heavy financial respon¬ 
sibility and liability to make good losses, (iii) inconvenient and longer 
working hours. These factors were taken into consideration when the 1926 
scales of pay were introduced.’’ While agreeing that there is justification 
for making some differentiation in pay in the case of postal employees vis- 
a-vb the employees-of other Government departments, we think that in 
the past there has sometimes been a tendency to over-emphasise these 
special factors without regard to the categories concerned. We have also 
noted a tendency in the representations made to us to claim the ad¬ 
vantage of higher pay in comparison with employees in other civil depart¬ 
ments on the grounds mentioned above without taking note of the differ¬ 
ence in minimum qualifications. At the same time, some of them also 
ask for preferential treatment in matters like hours of work, grant of 
overtime, etc. 

15. On the question of the classification of services, employees’ asso¬ 
ciations have uniformly demanded the abolition of designations -which 
would give cause for offence such as “Inferior”, “Subordinate”, etc. 
The recommendation we have made elsewhere for treating such posts as 
Class IV and Class III 'Services will meet this complaint. 

16. As regards gazetted posts, the views expressed by service associa¬ 
tions and unions representing grades of non-gazetted staff preponderantly 
favoured the' retention of a single gazetted service. This yiew 
has also been sponsored by representatives of the Class II Services. 
Unions of subordinate employees, when asking for a single gazetted 
service, have also demanded that the posts should be filled by promotion 
from subordinate ranks While some have conceded that selection for 
gazetted posts should be based on merit tests, others have pressed for 
uniform application of the criterion of seniority STibjeet to exclusion of 
the unfit. The Class IT 8e>-vice representatives in seeking a merger 
with the Class I Service have, however, expressed themselves unequivo¬ 
cally against any lowering of standards for selection. They complained 
that the present discrimination in pay was not justified by the nature 
of the duties respeetively performed by members of Class II and Class 
I Services and was derogatory to-the status of the former. The members 
of the only Class I Service to which recruitment is at present made by 
competition, t.e., the Telegraph Engineering Service, represented that 
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there should be two levels of recruitment, vtz., one for Class I and one 
for Class U and in each class a certain proportion must be by promotion 
and me remainder by direct recruitment. They argued that telecommuni¬ 
cation was advancing so rapidly that it would be difficult to get officers 
with the requisite quahhoations at the lowest level; that whatever might 
be the post-entry training given in the department, no person could make 
himseif ht for the discharge of the duties of the higher posts in the Ser¬ 
vice, unless he possessed an engineering degree with a good background 
of engineering in general as well as sufficient proficiency in electrical 
engineering. 


17. We have discussed at length (in Part 11) the question whether 
there should be two Services—Class I and Class II—as at present, in 
all departments where the two cadres continue to exist. The view of the 
majority Uas been stated to be that this distinction might continue 
though It should be open to departments to dispense with it where a 
strong case is made out that such differentiation is not necessary or pos¬ 
sible. Applying this test to the case of the P. & T. Services, we feel 
that the distinction which already exists between the Telegraph Engi¬ 
neering Service, Class 1 and Class II, may continue. At present, the 
following categories of posts on the engineering side are borne on the 
cadre of Class I—Assistant Divisional Engineer (Junior scale), Divisional 
Engineer (Senior scale). Directors of Telegraphs, Deputy Chief Engineer 
and Chief Engineer. ^ The following posts are borne on the cadre of Class 
II—Assistant Engineers and Deputy Assistant Engineers, Grades ‘A’ and 
‘B’. Before 1933, promotion from Grade ‘B’ to Grade ‘A’ was by senio¬ 
rity, while from Grade ‘A’-to Assistant Engineer, it was by selection, 
though the duties of all the ppsts were interchangeable. The working of 
the graded system has been a source of complaint. Though promotions 
could theoretically be made from the subordinate cadre of Engineering 
Supervisors to posts of Assistant Engineers, it seems to have been the 
practice to confine the channel of promotion to the intermediate category 
of Deputy Assistant Engineers, Grade ‘A’. With the recruitment to the 
Engineering Supervisors’ cadre of persons possessing more than the 
minunum qualification (which is only Inter Science), there has grown up 
a feeling among such entrants to the subordinate service that they have 
to stagnate in intermediate Class II posts before they can obtain entry 
into the Class I Service and that the number of those who enter is small. 
On the ot^er hand, in the revised scales of pay, the different grades have 
been abolished and all posts placed on a single Class II scale of pay. 


There are objections to an amalgamation of the Class I and Class II 
cadres. One of the main grounds for retaining Class I as a separate cadre 
is to enable recruitment to be made of the best type of engineering 
graduate who after some years of training, holding charge of junior posts, 
could rise to higher executive or administrative posts. The present 
strength of the Class I cadre has been fixed on this basis and any amal¬ 
gamation of Class II posts with the Class I cadre would result in a serious 
unbalancing of the cadre. If recruitment is to be made for ' a larger 
number of junior charges that will be borne on the combined cadre it 
would certainly involve paying more than is actually necessary to attract 
rec^s with the requisite minimum qualifications for junior posts Arain 
if the junior cadre is enlarged out of all proportion to the senior posts’ 
there would be cornplete stagnation in it which will affect the efficiency 
and morale of direct recruits who are at present attracted mainly by ^thh 
prospects of rising further in the service. The entry of a larger number 
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of promotees from subordinate ranks into the combined cadre would also 
involve the promotion to executive posts of men well past their prime 
and thus impair the efficiency of the Service. Alternatively, the setting 
up of a higher standard of selection for promotion from subordinate ranks 
to the combined gazetted cadre would further restrict the opportunities 
at present available for rewarding meritorious service of senior subordi¬ 
nates. 

18. For the ordinary time scale posts in Class 1 hi the engineermg 
cadre, the general scale of pay we have already proposed for Class 1 
would be suitable. In this cadre, the posts of Directors of Telegraphs at 
present correspond to the junior administrative posts. Since the amalga¬ 
mation of the Posts and Telegraphs Departments in 1914, the administra¬ 
tive responsibilities of these posts are stated to have decreased and they 
are no longer required to deal with the Traffic Service. The Director is 
subordinate to the Postmaster General to whom he is a technical adviser 
and the latter bears the administrative responsibility for the works pro¬ 
gramme in his Circle, while questions of layout design and projects are 
dealt with by the Chief Engineer's office at headquarters. In the cir¬ 
cumstances, we are not sure whether the posts of Directors should conti¬ 
nue to be treated as junior administrative posts or whether they should 
not be placed in the same category with Deputy Postmasters General. 
This is a matter which we prefer to leave to the Government to decide. 
Posts of Chief Engineer and Deputy Cliief Engineer should be classed in 
the senior and junior administrative scales respectively. For the Class 11 
posts, we recommend that a single scale should apply in future to 
accommodate direct recruits as well as persons who are promoted from 
lower ranks. 'We feel that the existing gradation of posts in respect of 
the pre-1931 entrants is unsatisfactory and the position would be remedied 
by treating all Class II posts on the engineering cadre as that of 
Assistant Engineers. It has been pressed before us that the existing 
ratio of promotions from Class II to Class I cadre is insufficient and 
should be raised to 50 per cent, or 75 per cent. Complaint has also been 
made that even the existing rule which provides for 25 per cent, promo¬ 
tion is so worked as not to give Class II staff the full benefit of the 
rule. With the rise of the minimum qualification for entry to subordinate 
posts of Engineering Supervisors, it seems to us only right that more 
opportunities should be given for qualified persons to enter Class I. We 
are how'ever unwilling to recommend any specific percentage for promo¬ 
tion to the Class I Service. We would also favour the grant of more 
opportunities for such persons to compete for entry into Class I Service, 
by waiving or modifying suitably existing restrictions in the matter of 
age, academic qualifications, etc. 

19. One of the complaints made by representatives of Class I Engi¬ 
neering Service was that there is at present less scope for promotion for 
them to higher administrative posts such as those of Postmasters General, 
since there is no relative seniority as between Directors of Telegraphs and 
Deputy Postmasters General who are both eligible for such promotion. 
We understand that under Pule 26 of the P. & T. Manual, Volume TV, 
the posts of Postmasters General are filled by selection from the best 
officers of the Department and seniority being only one factor, there is 
no substance in the grievance that the engineering service have not had 
equal opportunities dor promotion to administrative posts. 

20. In the other Services, the Class I posts are filled by promotion 
from Class IT. The posts borne on the Indian Posts and Telegraphs 
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Traffic Service, Class I (for which the feeder services are the different 
Class II Services), include Deputy Director General, Postmaster General, 
Presidency Postmasters and Telegraph Traffic Service, Class I, as also 
posts of Deputy Postrriasters General. In the Central Service Class I, 
there are similar posts like those of Assistant Deputy Directors General, 
etc. There are also posts of Directors of Posts and Telegraphs which 
carry a special pay in addition to the grade pay of Telegraph Engineering 
Service Class 1 or Deputy Post Master General. The number of posts 
borne on the Telegraph Traffic Service Cass I cadre suffered an attenuation 
as a result of the pQst-1931 Retrenchment Campaign when Directors of 
Telegraphs who were in charge of Engineering work in the Circle were also 
placed in supervisory charge of Traffic work. Due to the stress of traffic 
during the period of the war and the deterioration in the traffic movement 
position, some of these Class I posts of Traffic Officers have been revived 
in the circle offices while the status of officers in charge of certain 
telerc-aph offices has also been raised from Class II to Class I. In respect 
of all these Class I posts, we recommend that subject to our observations 
infra about posts of Deputy Postmasters General the scales of pay may 
be determined, according to their responsibility, with reference to the 
Administrative, senior, or junior scale of Class I, we have already sug¬ 
gested. The post of Director General will be equated to that of Addi¬ 
tional Gecretary, Member Railway Board or Central Board of Revenue, 
and carry a pay of Es. 2 760. 

21. In regard to Postmasters, posts of Presidency Postmasters 
(Bombay, Calcutta and Madras) and Chief Postmasters of Delhi and 
Lahore are included in Class I. These posts carry different scales of pay 
ranging from Rs. 800—40—1,000 to Rs: 1,000—50—1,500—old scale—and 
Rs. /hu to 950—revised scales. Postmasters of Karachi, Poona and 
other Grade ‘A’ head offices are included in Postmasters’ Services Class 
II, the old scale being Rs. 350—30—650 and new scale Rs. 240—20—480 
—15—600 for the generality of such posts and Rs. 700—25—800 old 
scale and Rs. 600 new scale for Karachi and Poona. There is no direct 
recruitment either to Class II or Class I, the posts being lilled by promo¬ 
tion from one grade to another. It was contended before us on behalf 
of the Postmasters’ Association that even the old scales were inadequate 
for these posts. One of the witnesses suggested that Presidency Post¬ 
masters should be placed on n grade of Rs. 1,750 — 2,150. Ik the past, 
these posts were filled by recruitment from a gazetted Postmasters’ Ser¬ 
vice, direct recruitment to which ceased as far back as 1920. The Post¬ 
masters’ Association represented that some years hence with the present 
channels of promotion there would be no persons of adequate calibre 
suited by age and qualification for holding these high posts. They sug¬ 
gested as a remedy that there should be some direct recruitment for the 
Postmasters’ Service Class II so as to provide younger and suitable men 
for promotion to Class I posts. We recommend that direct recruitment 
to a limited extent may he tried for Postmasters Class II Service which 
should be on the same scale as other Glass II Services. The extent of 
direct recruitment might be determined on the basis of the qualifications 
fixed and the character of the recruits that w'^ould he available for promotion 
from the non-gazetted ranks of Postmasters. The posts of Chief Post¬ 
masters and Presidency Postmasters and other charges of Class T Post¬ 
masters may according to importance be placed on the senior or junior 
scale of Class I and promotion allowed thereto from the Class II Service 
32. Superintendents of Post Offices and R.M.S. are entrusted with 
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the control of post offices other than Presidency Post Offices or first class 
Post Offices. ' Their status and puy compare with those of Provincial Ser¬ 
vice men working under the XiOcal (jovernment and the cadre is filled 
partly (about 6U per cent.) by promotion from members of the subordi¬ 
nate estabiishinent and partly by direct recruitmeht. On the groimd of 
the nature and iniportauce of their charges and also on the ground that 
their recruitment takes place through the same examination as for the 
I. A. & A. S. and other allied Services, the Postal Officers Association 
which gave evidence before us argued that their service should be up¬ 
graded to Class 1. A modified suggestion made by some witnesses was 
that certain Superintendentships sh^ould be classed as Class I posts and 
those who were directly recruited should hold such charges while those 
who entered by promotion should hold Class II charges. The Director 
Oeneral stated in his evidence before us that there would be less justi¬ 
fication now than originally for retaining the present distinction and 
classification between Class I and Class II Services but he stressed that 
there should be identical arrangements applicable to all three branches 
and so long as in some branches of these services, Class I officers hold 
posts carrying a higher status, it would be desirable in the interests of 
harniony and efficiency to retain the two-fold classification in other 
branches also. We were told that the Department has alread\ under 
consideration the question of upgrading the service of Superintendents of 
Post Offices by declaring some of these charges as equivalent to Class I. 
This may be a step in the right direction if after an examination of the 
imj'ortance and responsibility of the charges, some are placed in Class I. 
We do not consider it justifiable to make a wholesale upgrading of the 
Superintendents’ Service. 

23. In regard to the scales of pay adnoissible to the above posts, we 
would suggest the adoption of the junior scale of pay of Class I in res¬ 
pect of such of those posts as may be upgraded to Class I. The senior 
scale would probably not be necessary unless, in the reorganisation, some 
charges are constituted big enough to justify their being placed in the 
senior scale. In regard to Class II, it has been represented to us that 
the present new scale Its. 240- 20-- 180—15—600 with probation on 
200/220 is extremely inadequate and the regressive rate of increments is 
particularly undesirable. We would recommend the adoption of the scale 
suggested by us for Class II Services, namely, Rs. 275—25—500—E.B.— 
8{>-650—E.B.—30—800. 

24. One of the points mentioned before us in this connection was that 
the revised scales for Deput, I’ostrnasters General in so far as they equate 
them with the District charges in the Class 1 Service are incorrect and 
unfair. An attempt has been made to compare the posts with those of 
Directors of Telegraphs who at present are equated with Superintending 
Engineers on the civil side and are allowed pay equivalent to a Jiinior 
Administrative charge. We have dealt earlier with the position of Director 
of Telegraphs. As far as we can see, the posts of Deputy Postmasters 
General have, in respect of pay. never been graded on a par with Junior 
Administrative posts borne on a se'ection grade or outside the regular 
time scale of the Class I Services. Pror.to 1922, they were on a graded 
system which was replaced by a time scale Es. 800—60—1,400, later revised 
to Es. 1,000—50—1.500. Having regard to the importance of these posts, 
even the Jehanpr Committee suggested a scale of Rs. 900—40—1,300. 
We observe that these posts always had higher minima and higher 
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jiiaxirna than ordinary senior scale posts of district ollicers. It has not 
been possible for us to know why in the post-1931 revision these posts 
were classed with ordinary district posts for purposes of pay except it 
be perhaps for the accident of their classiticatioii in the Indian P. & T. 
Traffic Service Class I along with other posts. This has remained a 
source of grievance for members of the Service and unless Government 
had any specific reasons for making a change a reversion to the older 
position of placing them above the scale of District Officers would seem 
to be justified. A scale of Es. 1,000—50—1,400 would be appropriate. 

25. Office of the D.O., P. & T .— The following- scales of pay apply 
to the different categories of staff in this office:— 



Old scale 

New scale 


Rs. 

Rs. 

Chief Superintendent . 

. 600—40—800 

600—20—600 

Superintendents . 

. 350—25—600 

400—20—600 

Assistants . , . 

. 120—8—160—10—350 

140—10—310—15—400 

Stenographers . 

. 150—10—300—12i—400 

125—5—180—10—300 

Clerks . . 

. 75—4—155 

60—2—80—3—125 

' 

56_6—156 

80—4—120—5—200 


The main demand of the P. & T. Directorate employees was that the 
scales of pay for Assistants and Superintendents should be the same 
as in Secretariat Departments. This is aheady so in respect of 
Assistants on the new scales of pay; -and apparently the desire is that 
the old scales of the Secretariat should be allowed for the pre-1931 
entrants. It was pointed out that the P. & T. Directorate stood on a 
different footing from other attached and subordinate - offices because, 
there being no intermediate office, files are submitted by tlie Directorate 
straight to the Seci-eturv and Honourable kleinber for orders. On the 
Secretariat model, it was also clairm-d that there should be avenues of 
promotion from the post of Superintendent, namely, to that of Assistant 
Secretary. The Directorate employees c'aimed reservation, of certain posts 
like that of Assistant Deputy Directors General for the staff of the 
Directorate. At present, these posts are held by members of the Postal 
Superintendents’ Service and others on a tenure basis. Since members of 
the Director General’s office are already eligible for such appointment and 
at least posts of Assistant Deputy Directors General where direct experience 
of the executive work is not necessary, viz.. Assistant Deputy Director 
General (Cash) are given to this categorv, we do not see any need for 
reservation. Nor do we consider it justifiable to grant a Superintendent 
promoted as an Assistant Deputy Director General pay similar to that of 
an Assistant Secretary, since the nature of the work is not similar. 
"Where a post of Assistant Deputy Dircclor General is allowed to be held by 
a subordinate employee of the Directorate, it may not, however, be expedi¬ 
ent or desirable that it should be held on a tenure basis as this would involve 
the reversion of the employee to a 'ower post. To this extent, we would 
recommend a modification of the existing arrangements and suggest the 
wai-ving of the tenure period. So far as remuneration is concerned, such 
a po.st of Assistant Deputy Director General when held hv a promoted 
member of the Directorate staff mav be placed on the same grade as that 
of an administrative officer, Grade T. 
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For Superintendents, Assistants, Clerks and Stenographers, the 
general scales which we have suggested for the Secretariat employees 
should be applied, persons on the old scales being also allowed the option 
to elect these new scales. Whether in the light of this scheme it 
would be necessary to continue the post of Chief Superintendent, is 
open to doubt. 

26. Offices of Heads of Circles .—The following scales at present apply 
to different posts:'— . 


Old scales 


Revised scales 


Rs. 


Rs. 


Office Superintendents . . 350—-20—450 200—-lO-—250'| with spl. 

Head Assistants .... 250—-20—^350 200—^10—250 J pay. 


160—6—190 

200—10—250 

40—5—140 

50—5—150 
35—2—55—3—85 

45_2—65—3—95 

These scales vary in different Circles. Having regard to the uniform rates 
of pay which we propose for similar categories of staff in the subordinate 
ofi&ces of the P. & T. Department as well as other subordinate of&ces, we 
think that there should be uniform rates for these categories in Circle 
Offices also. In the evidence tendered before us, the All-India Postal 
(including B.M.S.) Administrative Officers’ Union demanded that clerks 
working in Circle Offices should be given the same scales as provincial 
Secretariat clerks or clerks in the office of the D.G.P.&T. They con¬ 
tended that their work was of the same nature as that performed in 
Secretariat offices and quoted a letter from a previous Director General 
(who was also Secretary to Government) expressing his hope that in the 
revision of the pay scales, the authorities might take into account the 
higher quality of work that was expected from staff in Circle Offices. 
They contended that although the Heseltine Committee brought down the 
Circle Office pay scales to the level of post office clerks, the Circle 
Office Clerks were given higher pay in the post-1931 revision, in recog- 
nitipn of the higher standard of their work. We recommend that the scale 
of pay for First and Second Division Clerks (for both of which categories 
the minimum qualification at present is matriculation) should be 
Rs. 68^—120—E.B.—5—170 and Rs. 85—E.B.—4—125—5—130 

respectively. Should it he considered , expedient to reorganise the staff 
so as to constitute a cadre the minimum qualification for direct recruit¬ 
ment to which would be a TJniversitv degree, the scale of pay for persons 

in the cadre should be Rs. 80—.5—120—E.B.—8—200—10/2_220. 

Posts on the Junior Selection Grade may be on a scalle of Rs. 160—10— 
250. Higher Supervisory posts may remain on three grades namely (j) 
Office Superintendenl^Es, 300—20—400 (with no special pay), (ii) Selec¬ 
tion Grade (Senior) for Head Clerk or Head Assistants—Rs. 250—15— 
325, and (iii) Junior Selection Grade—Rs 160—10—250. 


Junior Selection Grade—i.e.! 

Head Clork, Cashier, Assist- | 
ant Manager, Stock Depot [-160—-10—250 
and Clerks in charge of Sections, j 
Managers of Postal Stock Depots, 250—20—350 
Senior Grade. 

First Division Clerks—Ranging 40—-5—-140 
from—■ 

to— 60—5—160 

Second Division Clerks—Ranging 40—4—-80 
from— 

to—- 60—4—-100 
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27. Another point raised by the employees of the Administrative Offices 
was that certain posts of Assistant Postmasters General should be 
reserved for the office staff. At present, these posts are borne on the 
cadre of Superintendents of Post Offices who hold them on a tenure basis, 
the underlying idea being that there should be tlow of fresh blood in the 
Circle Offices and that the experience gained in turn at the head office 
and while doing executive work by personnel belonging to the executive 
services would conduce to administrative efficiency. We have been in¬ 
formed that while it will be possible for an office man to hold a post of 
Assistant Deputy Director General dealing exclusively with office and 
personnel matters, such an appointment cannot in practice be made in 
the Circle Offices as all Assistant Postmasters General are required to 
possess intimate executive knowledge. We do not agree that office 
employees of the administrative offices are entirely blocked from further 
promotion because they are eligible to appear in the competitive exami¬ 
nation for entry into the grade of Inspector of Post Offices and E.M.S. 
and if snceessfiil therein they would have a regular channel of promo¬ 
tion to the grade of Superintendents of Post Offices which is filled 50* 
per cent, by promotion. 


28. Clerical and Allied Services in the subordinate P. dc T. Offices .— 
Over I'JO different scales of pay are at present in force for subordinate 
and inferior staff. The following statement indicates the extent of the 
variation:— 


Old scales 


New scales 


(») Siib-Postmatsters, Town Ins- I 
peotors, aooounfcants in P. 

A; T. Offices, Telephone Ins- 
peotors, Telephone Operators, 
Dlerks in Post and Telegraph 
Offices, Departmental Tele¬ 
graph Offices and wireless 
branches and Sorters in the 
R. M. S. 


Ranging from Ranging from 

, Rs- Rs. 

r 35—-5—.135 36—-35.—-3—-SO—-6.—*110 

to to 

60—5—160 45—45—3—90—5—120 


(«) Junior Selection Grade, i.e., 

Postmaster, Deputy Post- I 
masters, Suh-Postmasters, | 

■Accountants, Hoad Clerks, ^ 160 - 10—230 130_6_190 

Inspectors of Post Offices and I 
R.M.,S., Head Sorters, Wireless I 
Investigating Inspectors. 


(m») Senior Scale—Postmasters, '] 

Deputy Postmasters, Assistant A250—20—3.50 200—10—250 

Superintendents, Head Clerks J 

The Jehangir Committee commented adversely on this variety of scales 
applicable to clerical personnel (see paragraph 11 supra). They recom¬ 
mended that the clerical cadre should be provided with two divisions—a 
lower division to provide for work of a routine nature and an upper division 
• to provide for work of a more difficult and responsible character, the mini¬ 
mum qualification for the former being matriculation with scope for promo¬ 
tion from postmen and from among men of corresponding status and the 
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latter to be filled partly by promotion from lower division and partly by 
direct recruitment of persons with higher qualifications. We understand 
that this part of the recommendations of the Jehangir Committee was tried 
but abandoned mainly on the ground that the work to be done in a post office 
did not permit of clear demarcation between the two grades of clerks and 
that personnel had often to be changed from working as clerks, counter 
clerks, etc., to sub-postmasters and vice versa. It has been claimed before 
us that post office clerks should get more pay than clerks in other offices 
because of the nature and conditions of their work which involve attending 
to the public, handling money and valuable articles, irregular duty hours 
and often working during the night. These hardships are also incidental 
to the duties of bank clerks, insurance clerks, or railway booking clerks. A 
considerable part of the duties of postal employees involves work of a 
repetitive routine character. In recognition of the nature of the work in 
the P. & T. Department, we recommend that the scale for clerks, etc., 
should be Rs. 60—4—120—E.B.—5—170. For the Junior Selection Grade 
we recommend Rs. 160—10—250 and for Senior Selection Grade Rs. 250— 
15—325. 

29. In this connection, we may refer to certain specific represeirtations 
which have been made to us on behalf of certain classes of-employees. The 
All-India Posts and Telegraphs and R. kl. S. Employees’ Union lei'ireseiRed 
that personnel employed in the R. M. S. side of the P. & T. were at a 
disadvantage in the matter of opportunities for promotion to selection grade 
posts as well as to gazetted posts as the proportionate number of such posts 
was smaller in the -R. M. S. Divisions. Objecting to the present practice 
according to which postal Accountants are only paid Rs. 10 as special pay 
in addition to their grade pay as clerks rliis union claimed that all posts of 
Postal Accountants should be placed in the lower selection grade and all 
persons now acting as Accountants should he so jconfirmed. They further 
made a grievance that one of the results of a person qualifying as an 
Accountant was that he was often denied the chance of becoming a sub¬ 
postmaster. It was similarly urged that a larger number of time scale sub¬ 
post offices should be brought on to the Se'ection Grade. A similar grievance 
was also voiced by the representatives of Town InspectorsWrho claimed 
that the conveyance allowance of Rs. 30 allowed to them was inadeqiiate. 
that the posts should not be regarded as in the ordinary time scale since 
under the present arrangement (according to which it is filled on a tenure 
basis) the incumbents on reversion to their original cadre of clerks had to 
work in a capacity subordinate to the very officials whose work they had 
supervised while working as Town Inspectors. Since the, main duties of 
Town Inspectors as laid down in the P. & T. Manual are primarily to super¬ 
vise the work of postmen and other lower grade staff working outside the ' 
office, the demand for upgrading all the posts does not appear prima facie 
justified. The fact that on reversion they lose their special pay, or convey¬ 
ance allowance cannot of itself be regarded as a legitimate grievance. 
We would however recommend to the Government to consider whether in all 
these cases some posts could not be brought on to a selection grade. In the 
alternative. Government may consider the grant of a higher rate of special 
pay for posts of accountants, town inspectors, etc. 

30. Inspectors of post offices represented as a grievance their present 
gradation along with others in the lower selection grade in the yiost offices. 
They argued that this was not fair as they shouldered important adminis¬ 
trative duties, held charge of a postal sub-division and in relation to the 

218 



D.—COMMUNICATIONS DEPARTMENT 


Divisional Superintendent they considered themselves in the same position 
as a Sub-Divisional Officer to District Collector. They asked for a special 
scale of Bs. 300—450. Other grievances were that on deputation to the 
post of Investigating Inspector in the Postmaster General’s Office they got 
no increase in pay and that their duties were interchangeable with those 
of head clerks in offices of Superintendents of Post Offices which was 
derogatory to their status. If such a posting was necessary, they claimed 
that Inspectors should be called Assistant Superintendents and allowed a 
special pay. They also desired that irrespective of pay they should be 
treated as Second Class Government officials for purposes of Travelling- 
Allowance. We consider that the existing position as regards posts of 
Inspectors of Post Offices is on the whole satisfactory and the basic scales , 
of pay which we have suggested would allow adequate remuneration for 
persons promoted from subordinate cadre after a qualifying test. If when 
they are posted as Investigating Inspectors in the Postmaster General’s 
office or as Head Clerks in the Superintendent’s office, their responsibilities 
become heavier or the nature of their work more difficult or arduous, the 
Department may consider the question of "ranting them a suitable special 
pay. There is something to he said in favour of the request that the post of 
head clerk in the offices of the Superintendents of Post Offices, which is 
borne on the cadre of Inspectors of Post Offices, should be redesignated. 

31. We have received representations from the P. & T. Accountants 
Service working in the headquarters offices that in addition to their scales 
of pay, (which in the case of Senior Accountants is at present equal to those 
of the Subordinate Accounts Service men. in the Audit Department) they 
should contihu'e to get the special pay which they are receiving at present. 
We understand that the Senior Accountants are now recruited froin ihc 
personnel of the department who have qualified themselves by passing a 
departmental examination similar to the S. A. S. examination. In justi¬ 
fication of these claims they argued that while Accountants in the Postal 
Audit Department have merely to audit the accounts, the Accountants, in 
the Directorate and Circle Offices have, in addition to their duties as 
Accountants, to perform-certain executive and administrative work. This 
service was formed in 1938 and replaced Assistants who were previously 
doing these functions in the Directorate and Circle Offices. We do not 
consider that the duties of P. & T. Senior Accountants, who as Depart¬ 
mental Accountants are required to assist executive officers in dealing with 
all matters in which financial issues are involved, differentiate them in any 
way from the S. A. S, passed men in the Audit Department or the Senior 
Accountants in the Bailway Department. For ensuring greater uniformity 
of treatment for the services as a whole, we recommend that the scales of 
pay for the Senior Accountants of the P. & T. Accounts Service in charge 
of supervisory duties should be on a par with the scales we have recom¬ 
mended for the Accounts staff of other departments, namely either a running 
.scale of Bs. 200—-500 or a scale with two grades, i.e., Bs. 200—10—350 and 
lis. 350—15—380—^20—500. For ensuring a proper standard of efficiency 
in Accounts, we would also recommend that tbe standard for P. & T. 
Accountants examination should be fixed in consultation with the Auditor 
General. We do not consider that any special pay is justified either for the 
Senior Accountant or for the Accountant Superintendent; nor do we feel 
that a special pay is justified for the Accounts Officer who should draw the 
same scale of pav as Assistant Accounts Officers in,the Audit Department, 
namely, the Class II scale. As regards the class now styled as Junior 
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Accountants, their position seems to correspond to that of Divisional 
Accountants and we recommend that the scales of pay we have proposed for 
Divisional Accountants should apply. 

32. The Telephone Eevenue staff made certain representations for the 
creation of additional supervisory posts on a selection grade. Some super¬ 
visory posts are borne on the clerical cadre with an addition of a special pay 
and there are also a number of supervisory posts which are on the selection 
grade. They stated that the number of supervisory posts on the selection 
grade is very small, being shared with the P. & T. Accountants Service. 
They complained that the strength of the ofhee is inadequate and demanded 
that it .should be determined on the basis of a time test and one supervisory 
post on the selection grade should be allowed for every 10 clerks and the 
present practice of giving Rs. 20 only as a special pay to a clerk supervising 
the work of a group shqpld be discontinued. They also represented that the 
present standard output required from them on the Comptometer was 
excessive and should be reduced from 1,000 to 800 and they asked that the 
allowance paid for additional output should he adequately increased. These 
are matters for'ex])ert assessment. They also claimed that their scales of 
pay should be ou the same level as for the P. & T. Directorate or attached 
offices of Secretariat or at any rate on a par with Accounts Offices. We do 
not think that the nature of the duties performed by the clerical stuff of the 
Telephone Revenue Office warrants a scale of pay for them different from 
that recommended for Circle Offices. As regards the inadequacy of the 
number of supervisory posts, we are unable to make any specific recom¬ 
mendations, but inasmuch as any improvement in supervision is likely to 
increase the efficiency and the revenue, w'e w'ould recommend to Govern¬ 
ment that the question may be further examined. 

33. Subordinate Telegraph Engineering & Traffic and Supervisory Work¬ 
shop staff. —The following are the main categories of the non-gazetted upper 
subordinate staff working in the Telegraph Branch of the Department; — 



Old soaio 

New Scale 


R.s. 

R.S. 

1. Sub-Inspectors, Telegraph Engineering 
Branch— 



Ranging from 

To. 

3i>—.-)-G05 

40—.5—110 

\35—5—85 
/ 

2. Line Inspectors, Telegraph Engineer¬ 
ing Branch— 



Ranging from 

To. 

110-5—135 
115—.5—140 

\90—5—116 
/ 


3. Telograplii.st.s— 

(a) General Service . . 80—-S—100—10—2,')0 "I 

(b) Local Service . . . 55—5—120—10—180^, | 

(c) Station Service— ^45—3—60.—4- 

R.vnging from . . . 55— 5—145 I 120 

To. 80-.5.—170 J 
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Old Scale Ketr Scale 


Rs. 


Bs. 


4. Wireless Operators . . . 80—5—100 10 250 60 5 160 


5. Supervisors in Telegraph Engineering 
Telephone and Wireless Branches— 

(a) Engineering and Electrical "I 120—5—140—10— 

Supervisors ^ 290—20—350 

(b) Wireless Supervisors . J 

(c) Cable Supervisors . • 150—10—360 


'1 80—6—120—10— 
>►240 


6. Telegraph Masters— 

(a) General Service 

(b) Local Service 

(c) Station Service . 


275—10—325 
200- 10—250 
180—10—230 
200-10—250 


;-I30—10—260 


7. Assistant Foremen, Instrument 

Testers, Examiners and Estimators 160—10- -350 


100—100—5— 

120 — 10—200 


8. Foremen^— 

1st Class . 
2nd Class 


. 300-20—700 \ 220—15—340 

, 200—10—300—20—500 / 


In regard to the posts of Sub-Inspectors and Line Inspectors we recom- 
m\.nd that the scales of pay should be Es. 55—3—85—4^105 and Rs. 108—^ 
8—140—10—150 respectively. 

In regard to telegraphists, the Telegraph Unions complained about the 
existence of a number of scales of pay. This was partly due to the fact that 
there are still persons recruited on the General or the Station scales; but 
since 1931, telegraphists have been normally recruited for Circle Service only 
and-we consider this should be the basis for future recruitment. We would 
accordingly normalise the scales of pay in respect of this category. It has 
been claimed on the one hand that the telegraphists besides their minimum 
educational qualification possess an additional technical qualification and 
their work is specially arduous. On this ground it has been demanded that 
they should receive higher pay than the ordinary office clerk. On the other 
hand, it has been contended on behalf of the postal employees that their 
work which involves split duty, contact with the public and heavy financial 
responsibilities is of a more onerous character and they claimed that follow¬ 
ing the practice in the U. K., where counter clerks are graded higher than 
telegraphists, postal clerks should be allowed a higher rate of pay. We 
recommend that the same scale of pay should apply to both categories and 
the scale of Es. 60—4—120—E.B.—5—170 should apply to all telegraphists. 


34. In their evidence, some of the associations pointed out certain 
anomalies in the present system of remuneration of clerks and telegraphists. 
Clerks who have qualified as postal signallers were, it was stated, employed 
on telegraph duties in combined offices hut in spite of their liability to both 
kinds of service they received no addition to pay. By placing telegraphists, 
clerks, sub-postmasters, etc., on a common pay scale, many of these 
anomalies in grading would be avoided. 

35. Wireless operators are recruited through the same examination as 
Engineering Supervisors, the minimum qualification- being Inter Science. 
While the top candidates are taken as Engineering Supervisors, those lower 
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down the list are recruited as Wireless Operators. As the duties and. 
conditions of service of the latter are more onerous than those of tele- 
gi'aphists, we recommend the scale of Bs. 80—5—120—E.B.—8—200—10/ 

2—220 for Wireless Operators. The same may apply to Carrier Attendants 
oil the presumption that recruitment will be made through the same 
examination. Our attention was drawn to the anomaly resulting from the 
grant of proficiency allowance to Wireless Operators who by the fourth 
year of their service will be getting more total emoluments than Engi¬ 
neering Supervisors if their protunency allowances are taken into account. 
This only tiirows doubt on the expediency of awarding such large amounts 
as allowances and we do not think this warrants giving a better initial 
pay to the Engineering Supervisors than we have recommended. 

36. In the case of Supervisors in the Telegraph Engineering and Wire¬ 
less Branches, so long as the minimum qualification is not higher than at 
present, namely, I.Sc., and training is imparted after recruitment to the 
Department, we do not consider a higher scale than Ks. 100—8—140-^10 
-—300 would be justified. Shou'd it, however, be decided to recruit as 
Engineering Supervisors persons with an engineering degree so as to secure - 
a better type of recruit for promotion as Assistant Engineer (Class II), it 
may be proper to give a higher initial pay. 

37. Posts of Telegraph Masters are filled by promotion from telegraph¬ 
ists. We recommend that the scale of pay shoqld be Bs. 160—10—300, 
the service being organised on circle basis. 

38. For Assistant Foremen or Junior Foremen we would suggest two 
scales of pay, viz.: —Es. 150—7—18,5—8—225 and Bs. 200—10—300 as 
in the Railways; for Senior Foremen, the scales of Rs. 260—15—350; 
Rs. 320—20—400 and Es. 800—^20—500 may be allowed, according to the 
importance of the charge. We have reason to think that the terms 
“Assistant Foremen’’ and “Foremen” are used somewhat loosely and 
applied to a variety of workshop staff. The scales recommended above 
would be applicable only to the principal supervisory staff in the bigger 
workshops. 

39. Besides the categories mentioned above, there are a number of 
intermediate classes of employees who in view of the maximum of their 
pay scales exceeding Rs. 60 may have to be regarded as Class III services. 
Instances are Head Postmen, Departmental Branch Postmasters, Mail 
and Cash Overseers, Overseer Postmen, Readers or Sorting Postmen for 
whom the old scales of pay ranged from Es. 35—4—75 to Rs. 60—4—lOO 
and the new scale of Rs. 35—2—55 was sanctioned in the post-193l'revision. 
To this class also belong the Inspectors of Peons who are on the same 
revised scales of pay, though the range of their old scales was higher. 
For this class, we recommend a scale of pay of Es. 55—3—85. There are 
also certain categories of skilled artisans, such as Carpenters, Painters, 
etc., in respect of whom a scale of pay with the maximum higher than 
Rs. 60 may have to be allowed for the higher skilled category. Though 
these will normally be in the Class IV ser^ce, we have recommended for 
the highest skilled category a scale of Rs. 60—5/2-—75 which will place 
those drawing this scale of pay in the Class III service. Another class of 
employees are the Mistries of Telegraph Engineering Electrical and other 
Branches of the P. & T. and Assistant Mistries in those Branches who are 
really skilled mechanics. Representatives of these categories have objected 
to the present classification as derogatory. We understand that a new 
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service of Telephone and Telegraph Mechanics has recently been formed 
under the D.G.P. & T. Memorandum No. A, 3-5-16/45, dated 8th October 
1946, under which a higher scale of pay has been sanctioned for this 
category. It is not clear whether it is intended to replace all existing 
scales and to absorb existing personnel in the new cadre. In the circum¬ 
stances, we do not make any recommendation as re'gards this category. 

40. Class IV Services ,—Posts now regarded as lower grade posts should 
be grouped in the Class IV service. The following are the categories ot 
such posts with their existing scales of pay: — 

Old Scale New Scale 
Ks. Rs. 


(i) Packera, Porters, Chowkidars, Watchmen,' 
Oatemen, Hamals, Durwans, Office Peons, 
Farashes, Mail Peons, Van Peons, Boatmen, 
Manjhis, Tindals, Machinemen, Watermen, 
Lascars, Gable Guards, Batterymen, Press¬ 
men, Distributors, Firemen, Liftmen, Weigh- 
men, Lampmen, Khallassies, Coolies and 
Messengers other than Taskwork Messengers 
and Daffadars 

(ii) Daftries, Jamadars . , . . , 


(iii) Boy Peons, Boy Messengers, etc. 

(iv) Task-work Messengers (• In addition to task¬ 
work earnings). 

(v) Record Suppliers ..... 


(vi) Ruimers ....... 

(vii) Carpenters, Painters, Bicycle Mistriee, Asstt. 
Mistries, etc. 

(viii) Linemen ...... 


(ix) Postmen, Village Postmen, Mail Guards in 
the R. M. S., Departmental Stamp Vendors. 

We recommend that the following scales of 
categories mentioned above:— 


y Ranging from 

14 i 19 
to 

26—i—30 
10—1—24 
to 

30—1—40 

8—1/3—10 

to 


Ranging frcwn 

14—1/5—16 

to 

16—1/5—18 

16—J—24 
to 

20—i—28 

8—J—11 
to 


18—1/3—20 12—}—16 
8—J—13 6—1/6—8 

to to 


12— i—17 8—1/6—10* 

20—1—40 16—i—24 

to to 

60—4—100 20—i—28 

13- -J-,18 ■) 

to J.12—l/4r—lT 

17— 1—22 J 

18— 1—38 16—1—38 


to 

30—1—50 

18—1—38 

and 

20—1—40 


to 

25—1—46 
18—f—28 
to 

24—i—34 


18—J—28 
to 


(with compen¬ 
satory 
allowances) 
18—1—38 
to 


30—1—50 24^'-i—34 

pay should apply to th& 


Rs. 


(i) —Packers, Portprs, etc., except where they can be 

regarded as semi-skilled or skilled . . 

(ii) —-Jamadars, Daftries, etc. . . . 

(iii) —Boy Peons, Boy Messengers 

(iv) —-Taskwork Messengers {Plus Taskwork earnings 
which would have to be revised) 

(v) —-Record Suppliers- ..... 

(vij— Runners ....... 

(vii)-—-Carpenters, Painters, etc. . . 


(viii)—-Linemen .... 
(ix)—Postmen, Village Postmen, etc. 
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41, III recommending the above scales of pay for the lower gr^es we 
have kept in mind not only the general considerations regarding ininimuin 
wage which we have explained in Part II but also the special character of 
the duties and responsibilities attached to employees of the postal depart¬ 
ment. In the case of Boy Peons and Task Woi’k Messengers, we have re¬ 
commended scales of pay lower than what we have generally recommended 
as the ordinary minimum wage because of the following special considera¬ 
tions: 

(i) The boy peon is recruited at an early age when he does not ncr- 

mally have to maintain an average family for which the 
minimum wage is required; his work is also lighter. 

(ii) In the case of the taskwork messenger, as the basic pay is in 

the nature of a retainer and is supplemented by taskwork 
earnings, we do not consider that the full minimum is requir¬ 
ed as a basic pay. We have received ’ representations that 
the taskwork system of payment should be replaced by the 
employment of messengers who will draw an inclusive salary. 
In view of the nature of the work done by them, we consider 
that efficiency of service and despatch in the delivery of 
messages can only be achieved by a combination of pay and 
taskwork earnings. 

42. Miscellaneous Demands .—One of the complaints made before us on 
behalf of engineering supervisors on the old scales of pay was that by 
reason of their allocation to three different branches working as water tight 
compartments, vis.: —engineering, telephones and electrical, their pros¬ 
pects of promotion to Class II were affected. We however learn that there 
is at present no serious hardship on this account. Some of the witnesses 
also considered that the term Supervisor was derogatory to men with 
technical qualifications and they suggested that the category should be 
redesignated Technical Assistants.' There was also a demand for lifting 
the age bar for eligibility to appear for the Class I recruitment examination 
as departmental candidates. This will be covered to a certain extent by 
our general recommendations in this behalf but we are not prepared to 
dispense with the age limit altogether. The representatives of the Super¬ 
visors also asked that pay for this cadre should be raised to the level of 
technical assistants in other branches of the Central Government or Block 
& Signals Inspectors of Eailways. Inasmuch as the maxima of the scales 
asked for are higher than the minimum which at present obtains for the 
Class II, it was also demanded that the minimum for Class II should be 
raised so as to ensure an adequate increase in pay of supervisors on promo¬ 
tion. If there should be an overlapping in scales, we do not consider it a 
serious objection. The Engineering Supervisors also mentioned as a 
grievance the creation of a new temporary cadre of Assistant Engineers 
(Development) in the Class II service which was filled entirely by direct 
recruits. If the new cadi-e is to be retained, we think that their claim that 
members of the subordinate cadre should get some posts by promotion 
deserves to be sympathetically considered. Engineering subordinate of all 
grades also represented that the conveyance allowances now given (by way 
of cycle allowances or allowances for the maintenance of a motor cycle) 
were inadequate. We do not feel that employees on subordinate grades of 
pay should be required or encouraged to maintain a motor car by the grant 
of an allowance any higher than would suffice to meet the maintenance of 
a motor cycle. 
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43. There was a general complaint against the multiplicity of scales of 
pay for telegraphists, telegraph masters, etc. While we have recommend¬ 
ed normalisation of scales of pay in future on the basis of circle scales, we 
must discountenance the suggestion for a general increase on the basis of 
the general service rates. There, was also a complaint that telegraph offices 
are at present understaffed because a higher output figure has been adopt¬ 
ed from time to time, which raised the basic rate out of all proportion to 
any increase which could be directly attributed to improvement in the 
transmitting instrument. We were told that in this respect there was a 
departure from the standard rates. There was also a general disposition 
to complain against the periodical tests of efficiency and output which are 
at present in vogue particularly for the cadre of telegraphists. These being 
technical matters, we can only bring the complaints to the notice of the 
Government. One Of the Unions endeavoured to claim a larger proportion 
of promotion posts for telegraphists by suggesting that the present ratio of 
1:10 for supervisory posts of telegraph master vis-a-vis telegraphists should 
be raised to 1:6. As no ‘prima facie justification was adduced for this pro¬ 
posal, such as the strain on telegraph masters due to the number of tele¬ 
graphists whose work they had to supervise, we are unable to support this 
request. The same remark applies to the claim that the ratio of selection 
grade clerks to ordinary clerks should be changed from 1:12 to 1:10.' It 
was next mentioned that clerks working in Telegraph Offices should be 
trained in telegraphy and placed on the telegraphists cadre so that tele¬ 
graphists who are tired out or who have passed the peak of their efficiency 
can have relief from the physical strain of working on the instrument by 
being posted to counter duties. As we have recommended a common rate 
of pay for clerks and telegraphists we have no objection to this proposal 
if the department will find it practicable to give effect to this suggestion. 
Another demand was that all monitors’ appointments should be on the 
selection grade and that the present system of departmental tests for pro¬ 
motion from telegraphists to telegraph master should be replaced by a 
system based on seniority subject to fitness. 

On behalf of telegraph office clerks, a claim was made that the non¬ 
technical posts of Assistant Superintendents at present filled from the 
telegraphists cadre should be reserved exclusively for them as they had no 
other outlet’for promotion. These matters may be considered by the 
Department. 

44. The telephone staff claimed that the telephone operator as a skill¬ 
ed worker should get more pay than clerks. Considering the nature of the 
training which is required for operators and the responsibilities undertaken 
by the postal clerks, we cannot agree to this demand for increased pay. It 
was also demanded that the clerical staff supervising the work of operators 
in small telephone exchanges where telephone supervisors are riot appoint¬ 
ed should be placed on the monitor grade. In regard to the new category 
of carrier attendants, it was demanded that they should have the same pay 
as wireless operators and should receive promotion to the grade of Carrier 
Supervisors in the same way as wireless operators instead of allowing such 
posts to be filled by Engineering Supervisors. We think it proper to bring 
these claims to the notice of the Administration. A demand was also 
made on behalf of the staff taken over wiCi telephone companies—for 
whom a guarantee had been given in respect of their existing rights and 
privileges—that they should be allowed to opt out of the old scales of pay 
when improved scales are allowed all round to departmental .staff. This 
would be a claim to have the best of both worlds unless the staff accept 
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^iie revised scales of pay and other features of the Government scheme of 
■conditions of service as a whole in place of their old, terms. Employees of 
one of the main telephone exchanges complained that night duty should 
not be the exclusive burden of the male staff and that hours of work should 
be equal for both sexes. They also complained that the rates of pay for 
men were lower than those for women.* In the nature of the work, night 
shifts are necessary in a telephone exchange and under existing conditions 
we are not prepared to advise any change in respect of the employment of 
women for night duty. In regard to the employment of women on higher 
rates of pay, the .Director General was of the opinion that from the point 
of view of efficiency, women proved better than men for this type of work. 
The average service of women employees is also shorter since many of 
them have to leave service on marriage and the higher scales for women 
workers therefore seem justified. 

Telephone Inspectors also asked for reservation of some posts of 
Engineering Supervisors for promotion from their ranks instead of putting 
them as at present in a common pool where they have to compete with 
telegraphists and others. A demand was also made on behalf of the tele¬ 
phone staff that they should be paid pie money on the same basis as tele¬ 
graphists for every additional call which they were able to get through 
above a fixed number! We are unable to accept these claims. 

45. On behalf of the P. & T. Industrial Workers’ Union, the main 
demands which were made before us were that in future there should be 
complete parity of treatment in matters regarding leave, pay, provident 
fund, etc., with other industrial staff employed by Government. A mi n i - 
mum wage of Es. 60 including allowances was demanded as basically 
necessary for an unskilled worker on the present level of prices. They also 
■demanded the abolition of the piece-work system not on the usual grounds 
but because the piece-worker was at present unable to earn an adequate 
wage owing to the dearth of work in the P. & T. Workshops. Some of the 
witnesses mentioned that this was largely due to the circumstance that 
even where work could be done better by departmental agency and had been 
demonstrably shown to be more economical, contracts for work were still 
being placed with private firms. Although this is not a matter with which 
the Commission are directly concerned, we consider that it should be 
brought to the notice of Government for suitable action. 

As regards the other requests of the industrial staff of thp P. & T. 
Department such as abolition of the. daily rated system, improvement in 
conditions of service of temporary staff, etc., what we have recommended 
generally for industrial employees of Government should cover their case. 
We commend in particular a proposal made by the union for the provision 
of proper training facilities in the department for all categories of labour 
so that the efficiency of the workers could be improved. 

46. A claim was also made on behalf of linemen to be promoted as 
wiremen and mechanics. Subiect to their being fit for the jobs, we do not 
see why there should be ..any objection to such a promotion. 

Another demand made before us was that certain special privileges 
should be allowed for the P. <i T. staff analogous to free passes allowed to 
railway workers. They instanced free postage facilities, free M. O. 
remittances, etc... to a limited extent as suitahle concessions. We consider 
this analogy pushed too far. 
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A few further demands made on behalf of the lower grade stafi were: — 

(a) reservation of a percentage of posts of munshi markers for promo¬ 

tion from taskwork messengers in case the former posts are 
upgraded; 

(b) creation of new posts of Head Packers in order to allow parity of 

opportunities for promotion to packers, as postmen had a 
promotion cadre as head postmen; 

(e) change of designation of overseer postmen to Assistant 
Inspector; 

(d) -extra allowance for staff handling foreign mails. 

While we have no hesitation in recommending that taskwork messengers 
who are fit for promotion should be allowed the same opportunities fof 
promotion to munshi markers as postmen are allowed in the matter of 
promotion to clerical cadre, we cannot recommend any reservation consider¬ 
ing the routine .character of work of task work messengers. Nor can we 
support the demand for additional promotion posts (as it is not warranted 
hy the nature of the work) or the payment of additional allowance claimed 
for the handling of foreign mail as that would normally fall within the duty 
period fixed under the time tests. 

Some of the Unions objected to the employment of boy peons but on 
examination we found that there was nothing wrong in the system of 
recruiting boy peons or ordering their confirmation or promotion in due 
course. Such employment is in certain circumstances likely to be for the 
benefit of juveniles and there is no evidence that juvenile labour is being 
exploited; the demand seemed to be purely with the object of creating 
additional opportunities of emp'oyment for adult workers who were normally 
not required for work of the description done by boy peons. 

47. For none of the non-gazetted ministerial grades in the P. & T? 
Department is the minimum qualification of a University degree prescribed. 
The practice of allowing higher initial pay for graduates appears to have 
fallen into disuse and while there was a section of opinion among witnesses 
for its, revival there was strong opposition from non-graduates both to the 
grant of higher initial pay for men with higher initial qualifications and for 
allowing such persons higher seniority and preference in the matter of 
further advancements. 

48. There was also some complaint that the time test formulse fixed in 
Sir Gurunath Bewoor’s report were too low in, some instances and that the 
strength of the staff was not fixed even in accordance therewith. Where 
their application would result in the need for posting more men to supervi¬ 
sory posts or selection grade posts, it was said there was a tendency on the 
part of the department to whittle down the benefit by adopting economy 
devices. One instance mentioned was that the rule about having one 
Supervisor for 6 Sorters was evaded by employing sub-sorters on certain 
sections or part of a section where traffic density was very heavy. Another 
complaint was that for certain categories, no proper time test had yet been 
prescribed, for instance in the case of postmen. The Lower Grade Staff 
Union suggested that the formula should be based on the distances travelled, 
stairs climbed and the volume of mails delivered. On examination it was 
found that the complaint that there was no formula for this purpose is not 
true, since under the Post Office Manual the number of postmen is fixed on 
two bases (i) a beat of 10 miles, and (ii) a working day of 8 hours; 

007 



PART III 


49. As regards hours of work, reduction in overtime duty, call duty, 
additional holidays, etc., the Unions of employees represented that one 
obstacle to staff enjoying these benefits as well as getting leave when 
required was the inadequacy cf the present leave reserves. Among sugges¬ 
tions-made were that leave reserve for 11. M. S. should be increased from 20 
to 25 or 30 per cent.; that for telegraphists from 17 per cent, to 25 per cent, 
and the reserve for other staff should also be maintained up to 25 per cent. 
Even making allowance for the more exacting nature of the duties in certain 
branches of the P. & T. Department, such as in the telegraph, B. M. S., 
etc., we find that the leave reserve is already higher than that of other civil 
departments and while bringing these complaints to the notice of Govern¬ 
ment, we refrain from making any specific recommendations. 

50. There were complaints that stoppage of increments as a form of 
punishment should be abolished as also transfers as a measure of punishr 
ment. It was represented that transfers should, as far as possible, be 
avoided and if ordered the reasons therefore should be stated. We consider 
this an unreasonable demand as it would hamper the efficient working of 
the department. The only case in which there could be a justifiable 
grievance on transfer would be in case of posting to remote or unhealthy 
places for which no compensatory allowances are at present being allowed. 
One suggestion made was that in bad climate areas only persons belonging 
to the locality should be recruited to serve while another was that the 
term of service of employees posted to such areas should be limited. The 
first suggestion seems impracticable and we would recommend that as far 
as possible the second suggestion may be adopted. 

61. Some of the staff serving in remote areas or hill tracts complained 
that the present allowances were inadequate. It was also brought to our 
notice that the lower grade staff serving in the Nilgiris were not allowed the 
hill allowances which are at present admissible to local, Government staff 
and also to clerical staff of the B. & T. Department presumably under the 
impression that such staff are locally recruited. We were told that this is 
not the case and that lower grade staff are actually recruited from the 
plains and still do not get the allowance. The staff serving in Waziristan 
complained that they were not paid family allowances even when posted to 
non-family stations, and stated that the incidence of service in non-family 
stations was at present very heavy and could be reduced if the circle was 
enlarged so as to include some of the Punjab Districts. They also mentioned 
that in respect of persons serving in remote areas in Waziristan, the con¬ 
cession which is allowed to personnel serving in the Defence Forces, namely, 
that when they proceed on leave, leave is counted from the date of arrival 
at the nearest rail head up to which transport facilities were provided was 
not admissible to postal staff. These and similar questions are matters 
where a suitable amelioration of the hard conditions of service would 
strengthen the morale and contentment of staff. 

52. In the case of Wireless Operators, the Unions made a demand for 
a higher, scale of remuneration based on the rates of pay allowed to similar 
staff in the All-India Badio and the Civil Aviation Department. The rates 
of pay which we have recommended w-ould ensure parity as far as possible 
with the A. I. B. staff. Inasmuch as the rates of pay for the Civil Aviation 
staff were fixed recently without our being consulted we do not see our way 
to accepting the comparison. The Director General, Civil Aviation, justified 
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the special scales of pay for staff in his department on the ground that their 
position was unique, because they required a high degree of scientific and 
engineering skill and on their reliability and accuracy depended the safety 
of the lives of air borne passengers. 

53. One grievance which we consider should be dealt with sympatheti¬ 
cally is that regarding the recruitment of seasonal postmen. As far as 
possible such employees should, if they cannot be utilised otherwise, be 
retained on a basis somewhat on the lines of field staff of the Survey of 
India., 

54. In regard to recruitment and promotion, various views have been 
expressed before us. The All-India Telegraph Union demanded that all 
recruitment for the_ Department should be made by a Central Board of 
Examiners and there should be no communal principle in the matter of 
recruitment. Another complaint made by the All-India Postal and E. M. S. 
Union was that the Selection Board procedure as worked at present for 
the Inspector Examination was unsatisfactory since the Board made their 
selection without having before them the results of the written examination 
and undue weight was given to the impressions of the Board. The Federa¬ 
tion of P. & T. Unions suggested qualifying examinations for all promotions 
from grade to grade and maintained that despite the drawback of the 
examination system it was likely to be a more impartial procedure for 
selection than any other and tn some extent the defects of the examination 
system co.uld be remedied b.v allotting 50 per cent, of the marks for written 
examination and the other 50 per cent, equally for marks allotted in the 
interview and marks based on the previous records of the candidates. It 
was suggested that the liepattment would do well to have a Board compri¬ 
sing 4 or 5 trained examiners. We do not deal with these suggestions at 
lenglh as the question of method of recruitment has not been referred to 
us. We however agree that selections mode by a Board rather than by an 
individual and on the results of examinations would tend to give greater 
satisfaction all round. But we are doubtful whether the examination test 
can be applied at every stage of se’eotion, 

55. On behalf of the lower grade staff it was demanded that an out- 
station allowance should be paid for village postmen and that a reduction 
should be made in the load limit which postmen are expected to carry. It 
was also asked that an adequate hire should be given in such cases to post¬ 
men who were required to engage help for carrying delivery articles. In 
regard to the first point, we may observe that the basic scale of pay which 
we have now fixed for village postmen is liberal enough ' to allow an 
adequate margin. Considering that only adults are employed as postmen, 
we feel there is no justification for the reduction in the weight limit asked 
for but we do sympathise with the demand for adequate hire on occasions 
where the mails to be carried require such payments to be made. 

66. A demand has been made for residential accommodation near the 
place of work or the grant of a conveyance allowance in the case of 
E. M. S. staff as well as postal staff working on split duty. These questions 
in so far as they relate to the generality of public servants have already 
been dealt with. We however feel that the case of staff liable to split duty 
requires special consideration The allowance of 45 minutes now made 
in calculating their dutv hour may not meet all cases particularly where 
the employee has to reside at a cons'd'Tahle distance from the office. 
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67. Hours of duty. —The present working hours and the computatioi 
for night duty, etc., vary from category to category of employee in th« 
P. & T. Department as will be seen from the particulars below: — 

1. Telegraphists and Tele-') 60 hours per week. Daily 8 hours, if duty corn- 

graph OflSoe Clerks. mences at or after 5 hours and ceases before 21 

hours; 7 hoiws if it begins before 19 and termi- 
Mistries and Assistant nates at or after 21 hours or which begins before 
Mistries in Telegraph and ends after 6 hours and 6 hours if duty 

Offices and Telephone commences at or after 19 hours and ends before 

Exchanges. 6 hours. On Sundays and telegraph holidays 

average attendance of two hours is required. 

Delivery Peons in Tele¬ 
graph Offices. 

2. Telephone Operators and') 45 hours per week, irrespective of whether duties 

Carrier and Repeater )« are performed during day or night, and on,Sun- 
Attendants. J days or holidays. 

3. Wireless Operators 46 hours per week, irrespective of whether duties 

are performed during day or night and on Sun¬ 
days or holidays. Hours of duty are oo.mput- 
ed on a weekly basis, allowance being made for 
a weekly rest day. All duty performed on 
weekly rest day will be given an overtime 
allowance. 

4. Post Office Clerks . . 8 hours per day except on Sundays. No fixed duty 

period on Sundays and Post Office holidays. 
Duty entirely by night is fi.'ied at 6 hours, 6 to 
20 hours being counted as day and the rest as 
night. Where only part of the duty is by 
night, each hour of duty by night is considered 
as equal to I hour and ten minutes of day duty. 

6. R. M. S. Sorters . . (a) Mail Offices 

(») 8 hours if duty is performed between 6 and 
20 hours. 

(i») For duty partly by day and partly by night, 
each hour of duty before 6 hours and after 20 
hours should count as 7/6 hours and the total 
hours of duty after such conversion should not 
exceed 8 hours. 

(Hi) 0 hours if duty is entirely by night. 

(b) Running Section 

{i) SO hours per week if duty is entirely by 
night. 

(ii) 33 hours per week if duty is partly by day 
and partly by night. 

(iii) 36 hours per week if it is entirely by day. 
Attendance in Record Office is in addition to thia 

6. Boy Messengers . . 6 hours per day. 

7. Dead Letter Office Clerks 7^ hours per day including J hour’s rest interval, 

8. Other workmen in Tele-'l 60 hours per week including Simdays and holidays 

graph Office and Tele- ^ without any restriction of the hours of 
phone Exchange. J duty, night being counted in the same way as 

day duty. 

9. Workmen in Workshops Generally regulated imder the Factories Act. 

10. Administrative Offices . Generally follow the working hours of the Provin¬ 

cial Government Secretariats. During and 
after the war working hours have been increas¬ 
ed or reduced in accordance with changes in 
the working hours in the Central Govermuent 
Offices. 

11. Postmen and Letter Box Ordinarily required to walk 10 miles a day with a 

Peons. tptal attendance of 8 hours. 

12. Other classes of P. & T.T fieC- 

staff like Engineering VNo definite period of duty has/been; prescribed. 
Supervisors, Linemen, 

•to. 
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Prsotieally every category of staff and every association or union repre¬ 
senting such categories has asked for a reduction of working hours. The 
Federation of P. & T. Unions advocated the introduction of a standard 
working week of 40 hours of duty (endorsed by the International Labour 
Conference) with a proportionate reduction for irregular, evening, spht 
and nigfit. duties on the formula in force in the Trafi&c Branch. The AU- 
India Postmen and Lower Grade Staff Union while suggesting the above 
limit in the case, of manual labour asked for a reduction in the working 
hours to 32 per week in the case of persons whose work involves mental 
strain I'he All-India Postal and E.M.S. Union apparently taking the 
present hmii of 36 hours of day duty of E.M.S. staff as the ordinary 
standard working week have proposed a proportionate reduction in irre¬ 
gular, split, evening and night duties on the formula already in force in 
the Traffic Branch of the P. & T. They have suggested a reduction in 
working hours of E.M.S. from 36 to 30 for day duty, from 33 to 27 for 
mixed day and night duty and from 30 to 24 hours per week for purely 
night duty. In their oral evidence, this Union even asked for the general 
reduction of the working hours for post office officials to 30 hours per 
week and for treating all work after 8 p.m. as night duty for which the 
maximum per week should be 24. The All-India Telegraph Union have 
asked that the duty hours for telegraphists, should be reduced from 50 
to 36. It was complained That on certain sections of the E.M.S., staff 
have to be on long spells of continuous duty frequently by night and 
extending to more than 8 hours. Another complaint was in regard to 
extra duty which E.M.S. staff have compulsorily to perform and although 
its incidence was meant to be of an emergent character and arose in the 
case of staff when the next batch of men failed to turn up for duty with¬ 
out giving due notice so that other arrangements could not be made, the 
incidence of extra duty has become very heavy. Further complaints were 
that in the case of E.M.S. staff the actual time they are required to 
attend at the Eailway Station or at the office was not included in comput¬ 
ing their weekly working hours and only 15 minutes or so was counted. 
Inadequacy of the present rates of extra duty allowance and/or outstation 
allowance have also been mentioned as a grievance. Frequent incidence 
of night duty and the requirement to be on call were also complaints made 
by representatives of telegraph associations. Some at least of the above 
complaints require examination by persons with expert knowledge and we 
do not therefore presume to n)ake any observations thereon. Things like 
split duty, overtime duty, etc., are to a certain extent inevitable but 
how best their incidence can be regulated must also form part of an 
enquiry of the kind above suggested. It is of course desirable that over¬ 
time uuty should be reduced as far as possible and when it is inevitable 
it should not only be pioperly remunerated but regulated in a manner 
that will not impose undue strain on the staff. We trust that in the ' 
mterests alike of efficiency and contentment of the staff, the Department 
will have these questions examined. 

Some of the Unions who gave evidence before us have also demanded 
that P. & T. employees should be allowed all public holidays as in the case 
of employees of other civil departments and should also in addition be 
allowed a compulsory weekly holiday.' So long as it is not possible to close 
P. & T. offices completely on Sundays we recommend that all employees 
should have one day off per week so that those whose turn to work comes 
on a Sunday should be allowed an off day on any other working day.. 
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Consistent with our general observation that the number of holidays are 
far too many in India, we feel that 12 days in the year should be suffi¬ 
cient as& closed holidays and an official who is called on to work on a 
closed holiday should be compensated either by payment of overtime 
allowance or should be allowed a day off on a working day. Up to the 
extent that this is not possible he should be allowed to add such compen¬ 
satory holidays to the leave that he can take within the year. 

58. Extra Departmental Staff .—A very large Aumber of branch post 
offices in rural areas (about 22,00t)) are at present worked by Extra Depart¬ 
mental Branch Postmasters, who are not wholetime Government servants 
and in terms of their service are required to devote only a part of their time 
to post office work. They are subject to the Government Servants Conduct 
Buies and Postal Eegulations. They are generally men with ineaiis and 
avocations of their own, and they are paid for their part-time work an 
allowance which is based on a point system of assessment linked up with the 
money value of the transactions done in the post office. The Extra depart¬ 
mental system has arisen out of the necessity of providing postal service for 
the rural areas without imposing a burden on the tax-payer. In extending 
postal facilities to rural areas, it has been found that in most cases, sufficient 
traffic to make the post offices self-supporting will accrue only after the 
office had been in existence for some time during which it may have to be 
run at a loss. In order to give an impetus to the extension of postal facilities 
in rural areas, and to avoid a serious burden on the tax-payer, Government 
have laid down a permissible limit of loss in opening new post offices. - We 
understand that in 1926, this limit was about Es. 500 a year but since the 
retrenchment campaign in 1931, the limit was reduced to Es. 120 a year. 
This has been raised recently to Es. 360 and again to 500 a year with a view, 
to adding 9,000 new rural post offices within the next 10 years to the 
existing number of 20,000 In view of these considerations. Extra Depart¬ 
mental Agents in charge of branch post offices stand on a different footing 
from the staff of departmental post offices. For this reason also, as a 
matter of policy, only persons who already have an avocation or means of 
livelihood and do not depend entirely on the post office for their subsistence 
are employed, for instance, Schoolmasters, Shopkeepers, Government 
pensioners or other respectable local residents. During the retrenchment 
campaign 1931/34 we understand that the Department converted many of 
the less important sub-post offices into extra departmental sub-offices. The 
criterion appeared to be that sub-offices with less than 5 hours’ work should 
be converted into extra departmental offices. The allowance originally fixed 
for such office was Es. 30 to 40. The department provided aecommodatioii 
for the office and also in some cases for the residence of the sub-postmasters. 
In the case of the Extra Departmental Branch Postmasters, the remunera¬ 
tion is fixed on the basis of a point system, for instance, Ee. 1 being fixed 
as remuneration' for Es. 50 worth of Money Orders handled by the office— 
subject to a minimum of Es. 6 and a maximum of Es. 20 p.ra. Extra 
Departmental personnel are also employed as delivery agents, postmen, 
runners, etc., the remuneration for these categories being also less than for 
the corresponding full-time employees. During the period of the war. 
Extra departmental staff were allowed many of the concessions given to 
regular employees. 

Some of the unions have argued that the Extra Departmental Agency 
system, was started as an economy measure, and should be discontinued, 
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and full-time personnel should be employed wherever extra departmental 
personnel are employed at present. It was apparently not realised that 
neither the work of nor the income from many of the extra departmental 
post offices would be such as to require or warrant personnel on full time 
salaries and the result of the proposal would be to deprive many rural areas 
of necessary postal facilities. On the other hand representatives of the 
Extra Departmental Agents insisted that the system should be continued as 
otherwise many rural areas would be deprived of necessary postal facilities. 
But they complained that the present scale of remuneration and the 
dearness allowance (Es. 5 to Es. 8) given to them v/as niggardly. They also 
complained of the absence of leave privileges and of the necessity to meet 
out of their remuneration the cost of maintaining a substitute as -well as 
miscellaneous and contingent expenditure on stationery, etc. Some of them 
claimed that proportionate to the number of hours of work to be put in, 
Extra Departmental slafi should be remunerated on the same basis as full 
time employees of the same class. We consider that for providing ade¬ 
quate postal facilities for the countryside, the system of employing, extra 
departmental staff has to continue but would recommend that the scales of 
remuneration should not be linked with the amount of money handled by 
the office but must have reference generally to the work and attendance 
required. They must be revised in the light of present day conditions. 


Noth _Scales proposed by Mr. JoshC and Sardar Mangal Singh. 


Class III^ 

(1) Clerka in Administrative Offloes .... 

Attached Offices ...... 

Secretariat ....... 

Upper Division clerks with University degree as initial 
entry qualification . .' . 

(2) Departmental (Post) Clerks .... 


Ps. 


(3) Telegraphists . . . . . . 

(4) Telephone Operators ..... 

(5) Head Postmen, Departmental Branch Postmasters, "1 

Mail and Gash Overseers, Overseer Postmen, Readers and ^75 
Sorting Postmen, Inspectors of Peons . . . ■ J 

(6) Sub Inspectors of Telegraph 

(7) Skilled Artisans ..... 

Higher grade of skilled Artisans 
- Supervisory grade of workmen or leading hand 


65—5—120—8—180 
70—5 - 120—6—180 
70—6—100—6—160 
— 8—200 

100—6—160—8—200 
—10—250 
70—5—100—6—160 
—8—200 
70—5—100—6—160 
—8—200 
70—5—100—6—160 
—.8—*200 


65 

65 

130 

200 - 


-125 

-150 

-160 

'— 10—200 
— 10—250 


Class IV— 

(8) Runners, Packers, 

Mail Peons, oto. 

(9) Machinemeu, Batteryraen, Preesijnen, Firemen, Lift- \ 46—1 

men, Office Jemadars, Daftries J 


Posters, Watchmen, Office Peons,d 40—*1—60—*2—*60 

ift-1 46—1—60—2—70 


(10) Record Suppliers, Record Koepers 

(11) Boy Peons ........ 

(No boy will be employed as a boy peon unless he has 
completed 16 years of age. When a boy peon reaches 
the age of 20, he will be p.aid the minimum wage scale 
for the adult, namely, Rs. 40—1—*50—2—*60). 

(12) Task-work Messengers. 

(plus task-work earnings). 

( 13 ) Carpenters, Painters, Cycle Mistrios, etc. . 


50- 

25- 


■2—70- 

■35 


- 3—85 


(14) Linemen . 

(16) Postmen, Village Postmen, Mail Guards 
(16) Minimum for an Extra Departmental Agent 
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.25—35 

60—85 

65—150 

45—70 

60 — 2 — 70 — 3—85 
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2. Kailway Inspectorate. 

The Eailway Inspectorate is under a Chief Government Inspector ot 
Railways, who has under him five Government Inspectors each iu charge of 
a Circle comprising one or more Railways. At present the Chief Govern¬ 
ment Inspector is on a fixed salary of Es. 3,000 (old scale), while the Senior 
Government Inspectors are on Rs. 2,250—100—2,750 and the Junior Inspec¬ 
tors on Rs. 1,950 fixed or Rs. 1,750—100—2,150. 

In view of the ceiling limits we have adopted in respect of Civil Servants’ 
salaries, we recommend that the pay scales of the Government Inspectors 
of Railways and their office staff may be fixed on the same level as for 
comparable staff in the Engineering Department of the Indian State Rail¬ 
ways. 

3. Meteorological Department 

The Head of the Department is the Director General of Observatories. 
The gazetted staff of the Department belong to both Class I and Class II 
Services—the former comprising posts of meteorologists (including seismolo¬ 
gists) and the latter posts of Assistant Meterologists. The ministerial staff 
comprises, besides the usual posts of Superintendents, Head Clerks, Upper 
Division Clerks, Lower Division Clerks, etc., technical staff such as meteo¬ 
rological assistants, observers, draftsmen, storekeepers, tabulators, and 
mechanics. The inferior staff of the Department includes, besides 
Jemadars, Peons, Farashes, Laboratory Attendants, Balloon-makers, etc. 

2. The Director General in his written as well as oral evidence stressed 
the growing importance of meteorology as a scientific service and urged the 
formation of a scientific civil service in India on the model recommended by 
the Barlow Committee in the U. K. whose recommendations were the basis 
of the formation of the British Scientific Civil Service. Following the 
British model, the Director General suggested the following scales of pay 
for posts whose present scales are also given side by side;—: 

Administrative Posts 
Director Genera! 


Present 

Rs. 

1,750—100—2,2.50 


Proposed 

Rs. - 

2,000—100—2,600 


1,600 

Deputy Director General . . .1,500/1,200 

Regional Directors being sonioi' n embers on"1 400—1,250 Old 
present scales of. . . . .J 300- 950 New. 

Chief Scientific Officers— \400—1,250 Old 

Meteorologists—Gr. I . . .1300—050 New 

Scientific Officers—Grs. II & III (con.bining \ 250—800 Old 

Junior Officers in above scale and Assist- j 200—600 New 

ant Meteorologists). 

Non-gazett‘d — 

Scientific As.sistants—Gr. I (equivalent 300—600 


to Superintendents.) 


Grade II ... . 

. 200—450 

Old 

(Professional Assistants) 

. 170—360 

New 

Grade III . 

. 120—300 

Old 

(Assistants) .... 

, 100—250 

New 

Observers—Grade I . 

. 80—176 

Old 


70—1,50 

New 

Grade II . . . . 

. 40—120 

Old 

Minor Grades — 

40—100 

New 

Grade I—Laboi atory Attenders 

. 30—1—40 


Grade II—Balloon-makers 

. 20—1—30 


Grade HI'—-Peons 

. 12—18—20—22 

984 


1,750—60—2,000 


1,260—50—1,600' 

800—60—1,260 

r 

300 40—8O0 


360—600 
200- 350 
100-300 
150—250 
75—160 

40—2—60—3—76 
30—1—40—2—60 
26—J—30—1—40 
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9. The Director General emphasised that the main features of his pro¬ 
posals were the strengthening of the Assistants class so as to make it 
possible for scientific officers to devote themselves to high grade work and 
the creation of grades of Scientific Officers and Principal Scientific Officers 
to cover the other duties including supervision and direction of research 
work. In his oral evidence the Director General also stressed the value 
of free interchange of personnel between all Government scientific depart¬ 
ments and institutions as well as the universities and urged that as a 
desideratum, it would be necessary to lay down uniform scales for all similar 
categories of scientific posts. He also pleaded for keeping open a number 
of administrative posts for scientists since there was a strong feeling that 
non-scientists did not appreciate fully the problems of scientific develop¬ 
ment and argued that scientists not only should have rank and pay similar 
to those of administrative officers but should be recruited to important 
administrative posts. He instanced the case of the U. K. where the head 
of the Scientific Eesearoh Department is a scientist and not an administra¬ 
tive civil servant and asked that openings for scientists should be found in 
administrative posts in other departments such as Education, etc. 

4. While having every desire to give scientists their proper place in the 
machinery of the civil service, we cannot overlook the difference between 
conditions in the U. K. and conditions in India and the fact that develop¬ 
ments in the U. K. have been achieved mainly as a result of war time pro¬ 
duction (and scientific research on which such production depended) as 
well as the fact that there was a greater degree of uniformity between re¬ 
muneration for scientists in the universities and in business vifi-a-vis posts 
under Government. The work of Government Departments dealing with 
scientific or technical services such as meteorology, geology, veterina^ 
service, etc., do not offer scope for a free interchange of staff as the work in 
each department entails a very high degree of specialisation. Similarly 
the scope of Indian universities is also considerably restricted and the fact 
that remuneration is generally lower and more unequal than in Government 
service would also prevent the adoption of a scheme similar to the Federated 
Superannuation System for Universities as applied in Great Britain which 
permits of free interchange of personnel. While we consider such a develop¬ 
ment as a very desirable end in itself, we hesitate to recommend it in present 
conditions. 

5. Some of the proposals of the Director General such as the merger of 
all Gazetted Services into a graded service of scientists and the creation of 
additional higher paid posts under research and administrative sides on a 
supernumerary basis if necessary have been put forward with a view to 
afford adequate promotion prospects to scientific workers and thus give 
them a better incentive to work. We cannot however agree that a merger 
of the Class I and Class II would be desirable or economical nor can we 
recommend the creation of higher paid posts merely to afford promotion 
prospects where the nature of the work does not justify increases in the 
ordinary range of pay. We think that while scientific services should be 
adequately remunerated, they should not be placed at a level much above 
that allowed for comparable posts in the various grades of the ordinary civil 
service. These remarks apply equally to the non-gazetted scientific posts 
and to the minor grades for which the scales of pay should correspond with 
what we have prescribed generally for ministerial posts for which the recruit- 
mOTit qualification is similar. 


285 



PAST m 


6. The pay scales we would recommend on the above basis are illustrated 
below and may be extended on the same lines to other categories:— 

Rs. 

Director General . . . . 1,800—2,000 

Dy. Director General . . . 1,300—1,600 

Chief Scientific Officers, Metooro- 600—1,150 . . Senior scale Cl. I wHh 

logiats, Grade I. special paj' of Rs. 

ISO for Regional 
Directors. 

Scientific Officers Grade II, i.o., Assis- 3.50—850 . . Junior Class I sctile. 

tant Meteorologists. . 

Scientific Officers, Grade III, Class II 276—-650/30—710 
Service. 

Scientific Assistants .... 160—330* 

2.50-500 

Observers ... . . ' . 100—5—120—8— 200* 

60—4—120—E.B.— 

5—150 

Laboratory Attendcrs . . . 40—2 —60* 

60--3/2 -75 

Balloon-makers . . . . . 3,5—1—50 

Ministerial staff and office employees of Tlio scales of pay whi(fh we have suggested for 
the lowest oatogoi'ios iiko Peons. other depariiurntal offices would be 

iippropdate. 

* According to importance of the post. 

It will be noticed that in the above proposals we have placed Scientific 
Officers (t.e. Meteorologists and Assistant Meteorologists) in three grades 
whereas the Director General’s recommendations place them in two. His 
proposals were based on the theory that Class I and Class II should be 
merged into one gazetted service and he demoted the junior officers of 
Class I to what would in the absence of such merger be Class II. As we 
do not accept the merger proposal it seems to us right to treat junior 
members of the present Class I Service as belonging to a junior scale and 
place only the senior charges in the senior scale. In this view it seems to 
us unnecessary to follow the Director General in adopting a maximum of 
Es. 800 even for the Assistant Meteorologists who may be placed in the 
Class II Service. 

4,- 'Civil Aviation Directoeate 

1. The Civil Aviation Directorate, which is under a Director General is 
one of the headquarters offices under the Communications Department. It 
deals with Civil Aviation works and Training, Flying Clubs, Aircraft inspec¬ 
tion and route organisation, Air Services, International communications 
and agreements etc. Eecently the Directorate has been considerably ex¬ 
panded and new organisations have been set up to deal with post-war 
aviation plans. The Directorate has several branches—(i) the Headquarters 
Organisation; (ii) Aerodrome organisation; (iii) Inspection organisation; 
(iv) Civil Aviation Training Centre; (v) Electrical and Mechanical Division; 
(vi) Airship base and (vii) Aeronautical Eadio organisation. 

2. We understand that so far as technical posts in the Civil Aviation 
Directorate and its branches are concerned, the present rates of pay have 
been introduced recently after taking due notice of the qualifications and 
experience needed for recruits thereto and the remuneration considered 
necessary to attract such recruits and enable them to maintain a proper 
standard of living. The Director General, Sir Frederick Tymms, who 
replied to our questionnaire and also kindly gave evidence before us indi¬ 
cated to us that the scales of pay for the technical staff in his department 
as set out below had been fixed with due regard to conditions prevailing in 
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tile private aviation services and in the Air Force and that they must be 
considered fair with reference to present day conditions. He thought that 
they did not require any modification beyond the continuance of dearness 
allowance as in the case of other Government employees similarly situated. 

Rs, 

Dirootor General . . . . » 3,500 (present incumbent). 

Deputy Director General .... 1,950—2,250 

Dirootor. 1,300—100—1,700 

2,000 

. 1,000—50—1,250 

. 760—25—950 

. 1,000—1,^0: (Old) 

750—26— 900 J (New) 

. 750—25—960 (Now'). 

• 1850—1,200 
. 400—25—600 
. 550—860 
. 400—26—600 
. 200-^00 
. 350-25- 760 
. 250—500/200—600 
. 1,000—1,260 
850-1,200 
. 560—850 
. 400—600 
. 200—500 
. 760—950 
. 250—500 
. 200—500 

8. In the case of the engineering staff of the Electrical and Mechanical 
Division, we consider the scales should correspond to those which we have 
suggested for the staff of the G. P. W. P. In regard to other categories 
it will be noticed that some of the scales of pay above set out are appre¬ 
ciably higher than what we have suggested for posts of comparable 
character and responsibility in other departments having regard to the 
ceilings in top salaries which We have thought right to accept. 

4. To take one branch of the- service namely the Eadio organisation— 
the staff of the Broadcasting Department represented to us that the scales 
allowed in the Civil Aviation Directorate were much higher than are at 
present given to the engineering staff of the Broadcasting Department 
though they possessed equal or even higher academic qualifications. A 
similar argument was advanced on behalf of the Wireless Operators in the 
P. & T. Department. On this point the Director General explained that 
irrespective of the relative academic qualifications of the personnel of the 
two departments, aeronautics required a very high degree of radio engi¬ 
neering knowledge to assist it; that most of the radio work in this field 
included the use of Eadar whiclMS a highly complicated branch of scientific 
research in itself; and that the work of the radio technical staff of the 
Directorate might be distinguished from that of the A.I.E. staff in that 
the safety of lives of travellers by air depended entirely on the reliability 
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Chief Administrative Officer 

Soientffic Officer 

Regional Aerodrome Officer 
Aircraft Inspector 

Junior Scientific Officer 
Aerodrome Officer, Grade I 
Grade II 

Assistant Aerodrome Officer 
Assistant Aircraft Inspector 
Assistant Inspectors Examiners 
Chief Instructor . . . 

Senior and Technical Radio Officer 
Radio Officers and Technical Officers , 
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and accuracy of the Eadio service. He also stressed that in his depart¬ 
ment greater value was set on practical experience such as in the E.A.F. 
and E.I.A.F., than on the possession of mere academic qualifications. On 
this basis he sought to justify the higher rates fixed for the radio staff in 
the Civil Aviation Directorate. We appreciate the weight of these differ¬ 
entiating circumstances. But we are not satisfied that they are sufficient 
to justify a great disparity in remuneration. Whatever may be the condi¬ 
tions on which experts or specialists may be employed on contract terms, 
we feel bound to recommend that in making future recruitment to the 
permanent cadre of the department, Government should have due regard 
to the importance of uniformity of remuneration as between comparable 
posts in different branches of the Service. 

5. As regards the ministerial staff, the Director General stated that he 
had made no recommendations as the matter was one to be decided on a 
general basis for all ministerial staff and he was willing to accept the same 
scale as for other attached and subordinate offices. We recommend that 
the staff in the headquarters office of the director General be allowed the 
scale proposed for similar staff in offices of heads of departments under the 
Government of India and the staff in the offices subordinate to the Director 
General the pay scales corresponding to those suggested for staff in sub¬ 
ordinate departmental offices. 

6. A point to which the Director General drew special attention was 
that in order to maintain the efficiency of the service Government servants 
shojild be treated in the same way as employees in commercial concerns 
where not only promotions took place by considerations of merit but there 
was also greater freedom to the management for weeding out the inefficient. 
He maintained that this was particularly necessary in an organisation like 
the Civil Aviation Service where high standards of efficiency and reliability 
had to be maintained. This view can be given effect to only with due 
regard to well established principles as to security of tenure in the public 
service. 

B.—EDUCATION DEPAETMENT 

Although education has been a provincial subject since the 1919 
Reforms, certain sides of it have always remained a Central responsibility 
e.g., European education, co-ordination of educational activities through¬ 
out the coimtry, the three Central Universities and educational institutions 
in the Centrally Administered Areas. The Department also deals with 
the Indian War Museum, the Imperial Library and Museum, other 
Libraries including the Imperial Secretariat Library, the Imperial Record 
Department, the Archaeological Survey and the Anthropological Survey. 
These functions were looked after by the E., H. & L. Department before 
its recent trifurcation, matters relating to education proper being dealt 
with by an Educational Commissioner who later came to be designated 
Educational Adviser. Since 1935, the Education Department has been 
assisted by a Central Advisory Board of Education. When the activities 
of the Department expanded, the Educational Adviser was given ex-officio 
Secretariat status so as to enable him to deal with matters of policy on 
behalf of the Government. 

2. Since the publication of the report of the Central Advisory Board 
of Education dealing with post-war education development plans (popular¬ 
ly known as the Sargent Plan) there has been a considerable expansion 
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of the Education Secretariat so as to include in it a number of Advisory 
and Technical posts to assist in the preparation, co-ordination and imple¬ 
mentation of education development plans. Besides the usual Secretary, 
Deputy Secretary, Assistant Secretary and office staff whose conditions 
of service correspond to those of other Secretariat personnel there are 
thus certain special posts in the Education Department many of which 
however are at present on a temporary basis. There seems to be a feeling 
in certain quarters that for the better administration of educational insti¬ 
tutions in Centrally Administered Areas, a Central Education Service may 
be an advantage. The special posts at Headquarters-are on the following 
scales:— 


Rs. 


Deputy Educational Adviser 

Liaispn Officer in U. S. A. . . . 

Asststimt and Deputy Educational Advisers 


. 1,.'500—75—2,250 
. 1,500—75—1,800 
. 750—60—1,260 


Education Officers ........ 000 —40—800 

Assistant Education Officers ...... 300 20—600 

Technical Asaiatanta ....... 160—10—360 

•Junior Technical Aaaiatauts, Librarians, Draftsman, etc. ' . 80—200 

Librarian, Imperial Secretariat ....... 350—25—760 

Senior Technical Aasiatnnta . . . . . -. 120—400 


3. These are ad hoc scales introduced during the wartime. Before 
the more important of these Advisory and Technical posts are made perma¬ 
nent, we would like to see their pay fitted into the corresponding grades 
in Class I and Class II Services, so as to bring them into line with the 
scales which we have proposed for gazetted services generally. 

4. Among the educational institutions (colleges) which are directly 
under the Government of India, the two most important ones are the 
Delhi Polytechnic and the College at Ajmer. We have had the benefit of 
the oral evidence given by the Principal and representatives of-the Ajmer 
College and by the Principal and Vice-Principal of the Delhi Polytechnic 
in addition to replies to our questionnaire. We also heard the evidence 
of some officers of the Department and of the representatives of associa¬ 
tions of teachers. It was pointed out that it made little difference whether 
an institution was directly under the management of Government or not 
because even in respect of non-Govemment institutions the Government 
indirectly bore the greater portion of the cost of education. 


5. Besides the question of the scales of pay, the Principal of the Ajmer 
College raised a question of some importance, namely, the desirability of 
forming something like a unified cadre in respect of officers of the same 
grade, whether engaged in teaching work or in administration work. In 
particular, he mentioned that it was a hardship to exclude an officer like 
the Principal of the Ajmer College from any chance of being appointed 
Superintendent of Education in Delhi and, in effect, to exclude him from 
promotion in the ordinary course to higher posts in the Education Depart¬ 
ment of the Government of India. We, however, tmderstand from the 
Department that there is no such rule of exclusioit, though administrative 
experience is regarded, and rightly so, as one of the necessary qualifica¬ 
tions for certain posts. It was next said that it would not be fair to 
expect the Principal of the Ajmer College to compete with members of his 
own staff as a candidate before the Public Service Commission in respect 
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cf appointmeiits in. the Education Department of the Government of 
India. This is a question of policy on which we refrain from making any 
comment. It was pointed out that the salary fixed for the Prinoipaiship 
of the Ajmer College (to which no special pay is attached) does not go up 
to the maximum elsewhere paid to Principals of Colleges or paid to other 
Class 1 Officers. The scale we are recommending for the Principal will 
meet this grievance. Mr. Mathur as well as his staff complained of the 
inadequacy of pay for the Professors, Assistant Professors, Demonstrators, 
etc. We recognise the force of this plea and are making proposals in 
the light of the recommendations of the Central Advisory Board of Educa¬ 
tion . 

6; Mr. Mathur stressed the, inconvenience caused to the staff of educa¬ 
tional institutions by the practical denial to them of privilege leave on the 
ground that theirs was a vacation department. This is a large question 
which affects not only educational institutions but the whole judicial 
department. The existence of the vacation certainly satisfies one of the 
main purposes of privilege leave, in that ii gives the staff sufficient oppor¬ 
tunity for rest and recuperation. It is of course true that a vacation 
occurs not at the choice of the individual but at stated periods of the 
year and as such it may not meet the necessity which a person may feel 
for leave at other parts of the year. It will, however, be unfair to throw 
upon the public exchequer the obligation of paying full salary for an 
additional period in such circumstances. Emergencies of this kind may 
on the whole be reasonably met by other kinds of leave available under 
the rules. Elsewhere we have considered the question whether and in 
what circumstances public servants may be allowed to commute some por¬ 
tion of leave on half pay into leave on full p'ay. 

7. The Principal, Delhi Polytechnic, has suggested scales of remunera¬ 
tion for the staff of the Polytechnic which are shown below alongside the 
existing scales. The scales proposed by him absorb the dearness and 
war allowance:— 

Present Proposed 

Scale-s Scales 

Rs. Rs. 

Principal.’ 1,500—50—1,750/ 1,250—60—1,500+500 SP 

2,000* 

Vico Principal .... 400—950 +SP 250 1,250—50—1,500 I-250 SP ; 

Hoads of Department . . 400—950+SP 100 1,250—50—1,500 

Deputy Heads of Department . ... 950—40—1,100 

Senior Lecturers . . . 300—20—500 600—30—900 

Lecturers . . . . . 210—300 300—20—500 

Demonstrators, Workshop Instruc- 100—250 200—400 

tors. 

Head of Technical Branch . . 400—600 750 —1,000 

Deputy Head of Technical Branch 300—500 450—^700 

Senior Teachers .... 150—300 200—400 

Gr.ade II Teachers . . . 100—250 150—300 

Junior Master, Instructors and 75—150 150—200 

.4s3i3tant Lecturers. 


♦ Personal to the present incumbent. 
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We consider that as m the case of other staff, their pay should be fixed 
«t a level of stabilisation at 160/175 and dearness allowance should be 
continued, till the cost of living falls to that basic level. The rates pro¬ 
posed by the Principal, Polytechnic are in some instances out of step vyith 
the salaries paid in Universities as well as in premier institutions hie the 
Roorkee and Sibpore Engineering Colleges; and even if a higher rate of 
pay is required for particular posts of specialist instructors the level of 
remuneration suggested for instructors in non-technical subjects is higher 
than the rates prescribed by the Central Advisory Board of Education for 
high schools and colleges. 

8. The Principal and the Vice-Principal of the Polytechnic laid stress 
upon the diSerence between technical and non-technical men and claimed 
that as their institution was a technical institution, the members of the 
stafi there should be paid salaries high enough to attract duly qualified 
men. It is easy to carry this argument too far; further it cannot be said 
that all the teachers employed in the Polytechnic are technical men. 
Many subjects taught there are no different from those taught in other 
educational institutions and only a few subjects can be properly called 
technical. Even as regards technical subjects, it seemed to us that there 
was room for extending the practice, which we understood from the' 
Principal even now exists, of obtaining the services of qualified men 
employed otherwise to come and lecture to the students of the Polytechnic 
for some hours, on suitable honoraria. This of course cannot wholly meet 
the needs of the Institution; but it will give the students the benefit of 
instruction and guidance from qualified men whom it will not be practi¬ 
cable to secure as permanent employees of the institution. 

9. The scales of pay recommended by the Central Advisory Board for 
’Collegiate institutions (in their report of January 1945) and accepted by 
the Inter-University Board are as follows:— 


(a) University Departments — 

Professors ...... 

Benders ...... 

Bb. 

. 1,000—1,250 

. 500—25—800 

Lecturers . . . 

Junior Lecturers ..... 

. 300—20—600 

. . . 150—-300 or if there is 


only a single scale 
leotwera— Ra. 200-^ 
600. 


■{by Affiliated and Constituent Colleges — 


Principal ......... 800—1,000 

Beadera. 500—26—800 

Lecturers . . . . . . . . . 300—20—600 

Junior Lecturers {Technical and Bngineering) . . . 210—15—300 

Other Junior Lecturers . . . . . . . 160—15—300 

(c) Medical, Engineering, Technological and Professional Colleges -— 

Principals and Professors ...... 2,000 

Eeaders . . . . . . . .Up to 1,200 


10. It was argued before us that these rates were fixed by the Central 
Advisory Board on the basis of 1939 prices and therefore have to be revised 
in ah upward direction. We cannot ignore the fact that they were ap¬ 
proved by the Inter-University. Board in 1945-46 without any qualifica¬ 
tion except the remark that these scales cannot be taken as the last wofd 
on the subject. Much as we would like to see an improvement in the 
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status of educationalists, we cannot ignore the fact that educationists in 
Government Service cannot be treated difierently or as a more favoured 
class than other members of the Civil Service. For reasons fully explain¬ 
ed in Part II, while we have given substantial increases over the revised 
scales and in some cases even over the old scales of pay in the lower 
ranges, salaries in regard to the top grades have had to be kept down 
consistently with the ceiling of Rs. 2,000 which we have adopted for 
ordinary civil servants’ salaries. On this basis we recommend that as far 
as possible the salaries of collegiate teachers should be fitted in with the 
scales of pay which we have suggested for Class I, Class II or Class III 
services, as the case may be, though we are aware of the view that the 
importation of differentiations in classification may be regarded as some¬ 
what derogatory to the status of teachers. Our recommendations would 
apply only to Government collegiate institutions. For the staff of the 
Ajmer College, we accept the guidance of the C.A.B. scales for affiliated 
and constituent colleges; but to bring them into fine with scales for civil 
servants we recommend that the scale for the Principal may be 
Es. 800—1,150 (in the Class I senior scale) while that for a Senior Lec¬ 
turer (we have been informed that the term ‘Professor’ or ‘Reader’ is 
normally applicable only to University Departments) may be Rs. 500—30 
—800. For other Lecturers the scale of Rs. 300—^25—500—30—560 which 
is a stage of the Class II scale would be suitable. For Junior Lecturers, 
we accept the pay ranges suggested by the C.A.B.; but to bring them into- 
line with the pay scales we have suggested for corresponding grades of 
other Government employees we would recommend the following:— 

Assistant Lecturers ...... Rs. 180—’10—'320—'16/2—360 

Demonstrators with the same qualifications who do teaching work may 
be given the same scale of pay as Assistant Lecturers. 

11. In regard to the staff of the Polytechnic, we recommend the fol¬ 
lowing scales as appropriate to the present conditions of the institution:_ 

Principal.Rs. 1,000—60—1,400-H60 S.P. 

Vice Principal—-Class I Senior Scale . . Rs. 600—■1,160-MOO S.P. 


Heads of Departments—Class I Senior Scale, ».e. . Rs. 600—1,160 


If the status of the institution is raised to that of a College of Techno¬ 
logy (like the Manchester Institute of Technology) the staff may have to 
be reorganised and revised scales fixed with due regard to the new set 
up. For other teaching staff, we recommend that the rates for collegiate 
or high school grades in general should be suitably applied with appro¬ 
priate additions for technical men with special qualifications. As noted 
supra the C.A.B. has recommended a scale of Rs. 210—15—300 for Junior 
Lecturers in Technical and Engineering Colleges. As we have no informa¬ 
tion about the class or qualification of instructors, etc., proposed to be 
appointed in workshops, we are unable to make any recommendations 
about their pay. The position will obviously be different according as: 
they are oifly craftsmen or men with academic qualifications as well 


The scales o'f pay which we have suggested could also be appro- 
pnately extended to the staff of the Central Training Colleges which the 
Education Department proposes to set up. 
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In regard to the Principal where the CoEeges are of university standard 
the pay may, following the C.A.B. suggestions, be Es. 800—4f^l,000— 
50—1,250. For the Vice-Principal no special scale seems necessary but 
a special pay of Es. 100 may he allowed in addition to his grade pay, 
in Class I subject to a maximum of Es. 1,200. As regards the other 
members of the staff we are imable to make any specific recommenda¬ 
tions in the absence of relevant particulars as to the categories of staff 
and their qualifications etc. 

13. The Superintendent of Education, Delhi, besides replying to our 
questionnaire gave evidence before us. For the ministerial staff of his 
office, he claimed parity of treatment with the staff of the Chief Com¬ 
missioner’s office. In regard to the education staff, he pointed out that 
the present scales were anomalous as some persons were getting the basic 
scales of the province from which they were recruited while others even 
though senior were kept on local rates pecuhar to the Delhi Administra¬ 
tion. He suggested the following scales as a,gainst the present rates:— 


Present 

Bs. 

Superintendent of Education . . 1,000—60—'1,600 

Dy: Superintendent of Education . 600—1,000 
Awtt! Superintendent of Education . 300—'700 
District Inspectors of Schools . . 260—‘760 

Asstt; Distt: Inspectors of Schools . 


Proposed 

Rs. 

1,260—60—1,760 

860—60—1,260 

400—1,000 

260—760 

160—350 


14. It seems desirable to bring the above posts as far as possible into 
the general classification of Class I, II and III for purposes of pay. For 
the post of Superintendent- of Education, we consider a scale of 
Es. 1,000—50—1,400 suitable. Though the present maximum is Es. 1,500 
we have to deal with it in the light of the general considerations regard¬ 
ing maximum salaries for Civil Servants adverted to in Part 11, Para¬ 
graphs 52—54. The 'post of Deputy Superintendent may remain on the 
present scale—Senior Class I and have a pay of Es. 600—40—1,000. 
Assistant Superintendent and District Inspector should be treated as Class 
II on a scale of Es. 300—-25—500—30—650—E.B.—30—800. Assistant 
District Inspectors and Supervisors should be on scales of Es. 160—10—300 
and 200—15—350 respectively. For posts in the Centrally Administered 
Areas dealing with education our recommendations would then be as 
follows (we will make no differentiation on the ground of sex)— 


Present Scales 
Bs. 


As recommended 
by Commission 


Rs. 


Superintendent of Education . . 1,000—'60—1,600 

Dy! Superintendent of Education . 600—'1,000* 


Asstt: Superintendent 
District Inspector of Schools 
Supervisors 

Asstt: District Inspector . 


. 300—26-700 
. 250—760 


1,000—60—1,400 
600—40—1,000 
(Cl: I) 

300—800' (01: II} 
200—15—350 

(01: II) 
160—‘10—'300 

(Cl ! Ill) 


For Baluchistan suitable scales may be framed in the light of the above 
recommendations but with due regard to the difference in the extent and 
responsibilities of the charge. 


•These rates vary between Delhi, Ajmer-Merwara and Baluchistan. 

243 



PAEX III 


15. On the question of the pay of non-collegiate teachers, the repre¬ 
sentatives of the Ajmer Teachers’ Association recommended only two 
grades, namely, Es. 100—200 for Ju ni or Grade and Es. 150 350 for the 
Senior Grade (consisting of B.A. B.Ts.). When it was pointed out to them 
that this proposal does not properly differentiate between teachers In 
primary schools and middle schools and those in high schools and that 
the teachers in the former were generally Vernacular Teachers Certificate 
holders, witnesses agreed that a maximum of Es. 60 would be proper for 
Vernacular Teachers in urban areas. The representative of the Delhi 
Province Teachers’ Association suggested Es. 60—100 for village school 
teachers besides Es. 10 for house rent allowance, Es. 90—155 for teachers 
in urban primary schools and Es. 150—280 for teachers in urban middle 
schools. For trained graduates, he proposed Es. 195—350, for M.As. 
Es. 255—465 even in high schools and for teachers in Intermediate Colleges 
he suggested Es. 420—675. He further asked for a special pay of Es. 40 
for headmaster of High Schools, Es. 25'for headmasters of middle schools 
and Es. 15 for headmasters of primary schools. When his attention was 
drawn to the recommendations in the Sargent Eeport, he stated that in 
view of the changed economic conditions, he has added 50 per cent to 
the rates there suggested. He pointed out that a graduate Assistant in 
the Secretariat had a scale of Es. 140—400 while a graduate teacher 
seldom reached Es. 100. It will be noticed that the scales suggested by 
these representatives are in some instances, much in excess of the scales 
recommended in the Sargent Eeport. 

16. The Superintendent of Education, Delhi suggested the following 
scales for teaching staff:— 

Rs. 

Lady Supervisors or Inspectors ...... 200—20—600 

Headmasters—Higher Secondary Schools .... 260—760 

Industrial or Training Schools . . . 260—-lO—350 

* , Middle Schools. 175—6—226 

Junior Vernacular Teachers . . . . . . 60—3—’80—6—‘100 

Senior and Junior Teachers ...... 75—'3—90—6—126 

Trained Graduate Teachers ...... 120—‘8—‘200—'10—260 

Post Graduate Teachers ...... 160—10—'350 

The Superintendent of Education, Baluchistan, who also gave evidence 
before us explained the special difficulties of Baluchistan because of its 
large area, sparse population, social customs and the necessity to recruit 
teaching staff from other provinces. He suggested that in view of these 
difficulties, the scales for Baluchistan should be 50 per cent over the 
C.A.B. scales at the lowest level for primary teachers and suggested the 
following scales:— 

Rs. 

Primary Teachers . . . . . . . . 66—6/2—100 

Middle School Teachers ....... 70—3—.100 

Senior Anglo-Vernacular Teachers ..... 80—'4—200 with a 

higher start of Rs. 
125 for B.A. B.Ts. 

Inspector of Schools ....... 200—350 

Headmasters ..... ... 260—'600 

To enable these scales to fit in properly with the principles' we have 
adopted and the scales we have suggested for other departments, certain 
modifications have to be made. 
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17. The Central Advisory Board of Education have prescribed certain 
minimum qualifications for teachers of various grades and have recom¬ 
mended the following minimum scales. 

(1) Teaohera in Primary Schools inelud-\ 30—•!—-35—-3/2—-50 

ing • Nursery Schools f 

(2) Teachers in Vernacular Middle or "j 
Senior Basic Schools, Anglo-Ver- ) 
nacular Schools and non-Graduato J-40—2—-80 
Teachers in the middle classes of I 

high schools. J 

(3) Graduate Teachers in High schools 70—-6—160 

(4) Headmasters—-Primary Schools 60—4—70 1 According to ^the size of the 

60—’4—80 V School. 

80—4—100J ' 

Headmasters— 

Middle Schools, Vernacular and 80—-4—lOO'l According to the size of the 

Anglo-Vemaoular, 90—•4—110 ^-school. 

110—4—130 J 

High Schools . . . . 176—-10—.226 ■) According to the size of 

260—■10—360 }-the school and the num- 
350—16—600 J her of pupils on roll. 

The Board also recommend advance increments or personal allowance for 
specialist teachers and the creation of posts of responsibility in ail types 
of schools except the smallest ones carrying special pays ranging from 
Es. 5 to Es. 20 for teachers in addition to the ordinary scales. Li the 
case of teachers generally, free housing or house rent allowance and an 
increase in the basic scales for the more expensive areas were also recom¬ 
mended. They also emphasised that every teacher employed in any 
kind of school maintained out of public funds should be trained and should 
possess a minimum educational background.* In fixing the scales of pay 
for teachers in Government service in the light of the above recommenda¬ 
tions we have kept in mind the fact that the scales recommended by ihe 
C.A.B. were based on the 1939 price levels. On the other hand consistent 
with our terms of reference which include the prescription of standards 
of remuneration for all grades of Government employees with the object of 
achieving rationalisation, simplification and uniformity to the fullest degree, 
we are unable to recommend that teachers in Government Schools should 
be treated as a class apart from other public servants. The general consi¬ 
derations in favour of the improvement of pay scales of aU low paid em¬ 
ployees which we have explained at length in Part II will of course appl]g 
to the case of teachers as well. Giving due weight to all these considera¬ 
tions we recommend that the following rates of pay should apply to the 
several categories of non-collegiate teachers. 

Rs. 

(1) Teachers in Primary Schools if un¬ 
trained . . . . . 35—.1—40—2—80 


(2) Trained teachers in Primary schools' 
Vernacular or Senior Basic Schools, 
Anglo-Vernacular Schools and Tea¬ 
chers in the middle classes of high 
schools. 


40—2—60—3/2—761 
(Non-Matriculates) 
}.66—3—86—4—125— 
6—130 

(Matriculates 
64—4r-80—6—160 

(Intermediate) 


♦Messrs. Hossain Imam and Vadilal Lallubhai wish to have it made clear and the 
Commission agree that if and so far as matriculates or persons with equivalent 
qualifications are available, they should be given the preference in appointing 
teachers. These appointees should in due time be trained if they are not already 
trained. 
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Bs. 

<3) Graduate Teachers in High Sohool^80~5—120—^8—200—■ 

10/2—'220 with an initial pay of 
«Rs. 100 for trained B. Ts. 

Rs. 120 for persons with 
graduate qualifications. 

<4) Graduate Teachers in High Schools \160—16—300 
Selection Grades. / 260—16—400 

(for teachers possessing quali¬ 
fications similar to College 
Lecturers). 

i(6) Headmasters— 

Primary Schools , . . 60—3/2—76 "j According to the size of 

76—-3-—106 ^ the school. 

100—6—120 J 

Middle Schools, Vernacular . 100—6—'120 \ According to the size of 
and Anglo-Vernacular . . 120—8—160 / the school. 

(6) Headmasters— 

High Schools .... 200—10—300') According to the size of 

300—20—400 > school and the number 
400—20—600J of pupils on roll. 

(7) Principals of Higher 

Secondary Schools . . . 360—25—600—30—690 

We also recommend the grant of additional remuneration for specialist 
teachers and teachers holding posts of responsibility on the lines suggested 
by the C. A. B. We may add that in addition to basic pay according to 
the above scales teachers who are Government employees will, according to 
our general recommendations in Part II, get (1) dearness allowance at 
substantially high rates as long as the present abnormal price level continues; 

(2) an addition of Es. 5 or 10 to their basic pay some years hence; and 

(3) concessions under house rent allowance and compensatory allowance in 
respect of persons living in costly cities.* 



♦Dr. J. C. Chatterjee desires to add the following note :— 


“ In my opinion the Superintendent of Education, Delhi, Ajmer-Merwara and 
Central India should be given the status of a minor head of Department and bis 
scale of salary should be Rs. 1,000—50-^1,600, in view of the fact that it is intended 
to make the Centrally Administered Areas particularly the Province of Delhi into 
a model for other Provinces so far as education is concerned and the vast 
schemes for development, the post requires exceptional ability and carries with 
it a great deal of responsibility. In my opinion it is in no sense less important 
than the post of Director of Archives for which a salary of Rs. 1,300—1,600 
has been reoonunended. 

The Deputy Superintendent of Education, Delhi, Ajmer-Merwara and 
Central India is in Class I and the post at present carries a salary of Rs. 600—40 — 
1000. In my opinion this officer who will have to do important work should be 
allowed a salary upto the maximiiro of time scale in Class I Service and I propose 
that his maximum should be Rs. l,160asinthecaseofotherCla8aIofficers. 

I am of opinion that the Inspectress of Schools in Ajmer-Merwara and 
Baluchistan riiould have the same salary as the Assistant Superintendents in 
Delhi viz., Rs. 300—800 (Class H). 

I am strongly of opinion that the salary recommended for graduate teachers is 
too low. Trained graduate teachers in High Schools should have a salary of 
Rs. 120—-10—260 and trained M. As. working in Higher Secondary Schools a salary 
ofRs. 150—-10—350. I am aware that a selection grade has been recommended 
for these teachers but as the number of posts in the selection grade is likely 
to be very small I feel that every trained M.A. employed in Higher Secondary 
school, which is of practically the same educational status as an Intermediate 
college, should not be on less than the scale reoonunended by me. 
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18. The War Department have asked us to consider the question of a 
revision of the rates of pay of the Civilian staff of the Lawrence Boyal 
Military School, Sanawar. This is a Military School founded in 1847 with 
the object of providing for the education of orphans and other children of 
eoldiers in India. As far as the teaching staff are concerned, the civilian 
posts are on the following scales: — 

Bs. 


Senior Master . 

Second & Third Master 
Fourth & Asst. Masters 
Head Mistress etc. . 
Assistant Mistress 


. 450—10—650 
. 400—10—600 
. 300—10—400 
. 250—5—300 
. 160—5—200 


If, as we presume, the staff will be eligible for dearness allowance on the 
Rcales we have recommended for Central Government servants generally, we 
regard the above scales of pay as satisfactory as they are well above the 
scales we have suggested for similar Indian employees of Government. In 
regard to the office staff (clerical establishments), inferior servants and 
artificer establishments, the scales which we have generally suggested for 
■Subordinate offices would be appropriate. 

19. In regard to the Eailway Schools in general, we observe that there 
is considerable variation in the pay scales' of instructional staff. In regard 
to all such institutions we would emphasise the desirability of regulating 
the pay scales in accordance with the recommendations of the C. A. B. with 
the modifications which we have indicated above. We are informed that 
in this respect, the special institutions dealing with the education of 
European and Anglo-Indian children stand on a different footing. The staff 
of the Oakgrove School, Mussoorie, a premier institution of this kind, have 
represented to us that their pay scales should be modelled somewhat on the 
lines suggested in the Burnham Eeport for teachers in the U. K. The 
present scales of pay of Institution are as follows: — 

Rs. 

Headmasters ......... 476/600 

Headmistress . . . . . . . 250/360 

Masters . . . . . . . . f 300—426 

\ 225—300 
100—160 

J.50 —200 eto., etc. 

The Burnham scales are £300—16—526 per annum for men teachers and 
£270—12—420 per annum for women teachers, They have pleaded for the 
formation of an education service for Eailways. Pointed attention has 
also been drawn to the fact that the remuneration of Indian teachers in 
European schools involves considerable discrimination which is damaging 
ito a person’s self-respect. We recommend that the pay scales of this 
institution should also be fixed on the model of the C. A. B.’s recommenda¬ 
tions with the modifications suggested above. If this course is followed, 
there should not be room for complaint. The remuneration which we have 
recommended is in our view adequate for Indians recruited in India and we 
have not made any specific recommendations in regard to non-Indians 
recruited from outside India for any posts in Gbvemment service as such 
recruitment is in future linked up with the general policy of recruiting non- 
Indians on special terms and for limited contract periods only. 
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20. Libraries. —’There are a nuinber of Libraries in Delhi attached to> 
.various departments of the Go’yemment of India or to institutions like the 
Agricultural Institute. The staff, on these Libraries complained that they 
are subject to a serious disability in the matter of pay and prospects of 
promotion because in spite of their experience and academic qualifications 
they have little scope for advancement compared to those employed in the 
general administrative services. They claimed that their position should be 
improved by raising their pay and also by pooling the posts of all Librarians 
in the several Government of India offices with a view to securing for them 
a satisfactory channel of promotion. They also complained that though 
their qualifications were practically similar, the librarians of the different 
libraries were paid on different scales. Much as we sympathise with) 
this class of officers, we are unable to think of a feasible method in which 
their position can be substantially improved unless the Government of India 
are prepared to reorganise their library system in Delhi. If the Libraries of 
all the Departments were, in a large measure, brought together, so as to 
constitute a single central library leaving each department in possession, 
of only a small number of books directly and frequently needed for use 
there, it may be possible to reorganise the library service as well. When 
we put this suggestion to some officers with Secretariat experience, we were 
told that there was no insuperable difficulty in the way of such a reorganisa¬ 
tion; but we were also warned as to the probable attitude of the several 
departments to such a suggestion. Alternatively, it was asked that the 
Librarian’s salary should be made uniform between all the Libraries. This 
does not seem to us practicable as the salary of the Librarian must, to a 
certain extent, depend on the size of each library and the kind of work 
expected of him. The position of a Librarian who is, and is expected to be, 
conversant with the literature of the particular subjects in which his depart¬ 
ment is interested must also be different from tha't of a Librarian who may 
not be much more than a custodian. The materials before us do not enable' 
us to classify the librarians of various departments so as to enable us to say 
which librarians’fall under the former category and which under the latter. 
Considering the paucity of prospects of preferment available to them, we- 
regard the following scales as on the whole suitable for the present for 
librarians in different grades; — 

Rs. 

(o) 100—8—140—10—260 for Libraries where graduates or diploma- 

holders are required. 

(6) lOd^-lO—360 - where Teohnioal Assistants are required. 

(c) 276—26—600—30—800 where the requirements are as for a 

Reader in a University. 

The third suggestion, namely, that there should be a possibility of transfer 
of Librarians from departments where their pay is sniall to departments 
where the pay is larger, may not ordinarily be practicable in cases in which, 
the Librarian is expected to have a familiarity with the subjects with which 
his department and his library are concerned because a person who has 
familiarised himself with a Library in the Finance Department, in the 
sense above explained, can hardly be usefully transferred to the Library of 
the Labour Department or of the Legislative Department. We therefore 
regret that we are unable to give effect to these suggestions for the improve¬ 
ment of the position of Librarians. 

21. Director of Archives. —This,Branch deals with the custody and care- 
of historical records, secret and confidential documents and records of Gov¬ 
ernment and supplies information from recorded papers required by the 
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Government of India. It also deals with the Indian Historical Eecords; 
Commifision, provides facilities for the conduct and direction of historical 
research by scholars and arranges for the publication of historical mono- 
graphs and handbooks, indexing of records, etc. Against the present scales,- 
the Director has suggested the following rates of pay: — 


Director .... 


Present 

Ks. 

. 1,250—60—1,600 

As suggeste 
the Dire< 

Rs. 

1,760—2,260 

Asstt. Director 


. 350—800 

1250—1760 

Senior Superintendent 


. 350—600 

750—1200 

Junior Superintendent . 

, 

. 200—300 

400—600 

Editors .... 


. 300—600 

450—700 

Librarian ... 


, 300—600 

450—700 

Technical Assistants- 

Senior ... 


. 160—360 

260—600 

Junior . . 

• 

. 76—250 

160—400 

Laboratory Assistants 


. 40—100 

100—250 

Checkers, Sorters, Menders 

, 

. 20—40 

100—260 


The Director has pressed his recommendation on the basis of the educa¬ 
tional qualifications required lor his staff and the remuneration which they 
might earn in outside employment. While having every sympathy with 
the grievance of the staff of the Archives Department, we cannot help' 
suggesting that it is necessary to bring these special posts on a line with 
the scales which we have recommended for ministerial, Class II and Class I 
Services, both administrative and scientific. Having regard to the nature 
of the charge; the pay of the Director should be equated with that of Junior 
Administrative Officers, i.e., Bs. 1,300—60—1,600. The post of Assistanl; 
Director has been compared by the Director to the Reader in a University 
for which Es. 500—800 has been recommended by the C. A. B. as an appro¬ 
priate pay. As he is also in charge of a large office, we recommend a scale 
of Rs. 500—25—600—40—1,000. Other posts vrill carry the classificationi- 
and scale of pay as recommetided below: — 


Rs. 


Director . . 

Assistant Director 
Senior Superintendent 
Junior Superintendent 
Editors 
Librarians. 

Technical Assistants— 
Senior 

J imior 

Laboratory Assistants 
Checkers, Sorters, Menders 


1,300—1,600 

600—1,000 

360—26—600—30—660 (Cl. II). 
276—16—460 (Claes III). 
360—26—600—30—680 I Class 11. 
326—26—600—30—690 / 

260—10—300—16—460 "I 
—26/2—600. {-Cl. III. 

160—330] j 

60—160 

40—2—60—3/2—76 Class IV. 


As regards the ministerial staff (Class III) and lower (Class IV) staff our 
general recommendations in regard to the staff of the Secretariat will apply 
to this Department. 
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22. The Anthropological Survey at present comprises a very small cadre 
•containing only one Class I Officer and a number of subordinate stafi. We 
-have no special recommendations to make regarding them except tna 
appointments in the Survey should be related to the general classification 

■ of services and in respect of ministerial and inferior stafi should correspond 
with the general rates recommended for other departmental offices in 
Calcutta. For subordinate technical staff like Assistant Anthropo.o^st, 
Ethnological Assistant, Technical Assistants, etc., the scales we have 
suggested in para. 25 infra would be adequate. 

23. The Imperial Library in Calcutta has also only one Class I post. 
As regards subordinate posts, what we have recommended iii regar o 
Libraries in para. 20 supra would appear adequate. 

24. The Archaological Survey including the Epigraphical Survey is one 
of the oldest and best known Services under the Education Department. 
The activities of the Department sustilined severe curtailment during the 
Eetrenchment Campaign of 1931 and it affected particularly the field work 

-of the Department. The Department has recently been reorganised with a 
view to improving its work in the field in conservation of monuments. The 
important posts of the Department are: — 

Present Scales 
Rb. 


Director General 


1,760—2260 

1,600 (Rev.). 

Joint Director General 

. 

1,7.60 

Deputy Director General 

. 

Time scale + S. P, of 

Superintendent (including 
phists and Chemists)., 

Epigra- 

350—1,200 

600—1,000 (Rev.). 

Assistant Superintendents (including 
Assistant Epigraphists and As.stt. 

350—1,000 

Chemists). 


300—680 (Rev.). 

Executive Engineers . 


750—960 

Librarians. 


200—500 

Assistant Librarians . 


100—300 

Draftsmen 


75—150 

Accountants 


80—225 

Inspectors . . . 


135—225 

Asstt. Chemists, Junior 
Curators, etc. 

A8.sistants, 

136—225 

Overseers .... 


75—150 

Photographers . 


75—150 

150—250 

Epigraphical Assistants 


250—350 

136—.226 New scale. 


-In his reply to our questionnaire, the Director General, Archaeology has 
drawn attention to the fact that in various technical departments, the pay 
for equivalent posts involving equivalent qualifications is full of illogical 
variations and in a proposal for standardisation he has sought an equation 
of the senior posts with the scales in the administrative services. 

25. As far as the gazetted posts are concerned, we recommend that 
posts of Superintendents, Assistant Superintendents, Chemists, etc., in the 
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Archteological Survey, should be fitted in with the general scales we have 
suggested for the Class I (including administrative posts, senior and junior 
scales) and Class II respectively. No change in the present classification 
of the posts seems warranted. For subordinate technical posts where 
scientific or special qualifications are required, _e.g., Curators, Conservation 
Assistants, the grades of Rs. 160—10—330 and 250—10—300—15—45p— 
25/2—500 which we have suggested elsewhere for scientific assistants and 
the grades of Es. 80—220, 100—225 and 160—330 for technical per^nnel 
like Modellers, Draftsmen, Overseers, Photographers etc., according to 
nature of responsibilities should be adequate. For po^ts where engineering 
qualifications are required, the corresponding scales of the C. P. W. D. 
may be adopted. In regard to posts at present designated as inferior and 
clerical posts, our general recommendations for these categories in depart¬ 
mental offices should apply. 

Mr. Hossain Imam desires to add the following remarks: — 

I agree with the most of the recommendations in the Report but in 
paragraph 14 I think the Superintendent of Education has a very light 
charge. Although he is like the D. P. I. the head of a Department yet his 
charge is equal to that of a Divisional Inspector. I would, therefore, suggest 
that his scale of salary should be 800—40—1,200 and that of his Deputy 
should be 500—30—800. I believe there is only one Deputy Superin¬ 
tendent and so in course of time he will step into the shoes of the Superin¬ 
tendent of Education. With the rest I agree. 

In paragraph 17 we are treading on very delicate grounds. The ques¬ 
tion of education in India in the primary and secondary stages are of import¬ 
ance to all provinces and states. We must have a regard for the slender 
resources possessed by these as well as the need for doing the right thing by 
the school teachers. No doubt they are underpaid but throughout the world 
Education is lower paid than the other services under the crown. In my 
opinion the C. A. B. scales are the best that India can afford to pay. Our 
■other recommendations for dearness allowance, house rent allowance and 
the city allowance will to a certain extent make up for the lower salary 
■suggested therein but to upgrade the scales will only mean restriction in 
the spread of education. It is a well known fact that people do not go into 
the education line unless they are forced by circumstances and are not 
taken in other higher grade services. As regards the Headmasters, I hold 
the view that merely because the man is a headmaster he should not get 
a salary much above that of his other fellow teachers. I would suggest that 
he should get his grade pay plus 20 per cent. Administrative Allowance, so 
that it may not be too much of a jump for him and a cause of heartburning 
to his fellow people. 

F.—HEALTH DEPARTMENT 

On the trifurcation of the E., H. & L. Department, the Department of 
Health has been constituted as a separate entity. Among the main subjects 
it deals with are the following: — 

Control of the I. M. S. (Civil); Training of Medical and Public Health 
personnel; Procurement of medical stores for Civil Depart¬ 
ments ; Control of drug standards; maintenance of educational 
and professional standards in the Medical, Pharmaceutical, 
Nursing and Dental professions; Maintenance of Public Health 
and Sanitary Services including Port and Air Stations; Preven- 
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tion and control of epidemics; Nutrition and vital statistics; 
general control of medical relief in Centrally Administered 
Areas; Control of Central Research Institutes such as the All- 
India Hygiene and Public Health Institute, Calcutta, Bioche¬ 
mical Standardisation Laboratory and the School of Nursing; 
Internatonal Sanitary and Health Conferences and Conven¬ 
tions ; and all matters dealing with the constitution and powers 
of local bodies with special regard to Centrally Administered 
areas. 

The Department also deals with planning and development in relation tn 
the above subjects and has imder consideration the ^port of the Health 
Survey and Development Committee. The Secretariat of the Department 
has the usual type of posts and our recommendations regarding the Secre¬ 
tariat in general will apply to this Secretariat as well. 

2. The office of the D. G., I. M. S. (which includes the Branch under 
the Public Health Commissioner) functions directly under the Health 
Department. The office was recently expanded with a vieW' to creating a 
machinery for dealing with the preparation and implementation of medical 
planniiig and contains a number of technical and advisory posts. As the 
I. M. S. is a Secretary of State’s Service, we are not making any recom¬ 
mendations regarding its pay scales. The pay scales of most of these posts 
(to the extent that they are not manned by I. M. S. officers) have, we 
understand, been fixed only recently and with reference to the prevailing 
conditions. For the Class I and Class II posts, therefore, we do not propose 
to make any specific recommendations as regards scales of pay but we would 
suggest that in the event of further expansion or future recruitment, the 
scales of pay should be brought into line with the appropriate grades for 
Class I and Class II posts that we have generally recommended for adminis¬ 
trative and technical services. Similarly for the top posts, the pay scales 
should be revised in the event of their being manned by civilian employees 
so as to bring them into line with our recommendations regarding ceilings 
for civil service salaries. 

At present the office of the D. G., I. M. S. is treated as an Attached 
Office. The pay scales for ministerial and ‘inferior’ staff in this offite as 
well as for technical staff, (whose posts are comparable with those of non¬ 
technical staff) should be brought into line with our recommendations in' 
respect of staff in headquarters offices which function directly under the: 
control of the Government of India. 

3,. Medical Store Depots .—The Medical Store Depots have been under 
the administration of the D, G., I. M. S. since their inception. At first 
the procurement of medical stores was done by the D. G., I. M. S. both for 
civil and military requirements at the charge of Defence Estimates; but 
since June 1943, the organisation has been transferred to the charge of Civil 
Estimates. Besides holding large stocks of medicines, surgical dressings, 
instruments, etc., so as to meet the requirements of all indenting Govern¬ 
ments as well as non-Govemment medical and quasi-Government medical 
institutions and certain Indian States, some of the Depots have pharmaceu¬ 
tical factories for the preparation of tinctures and medicines and for the 
manufacture of dressings, etc. For the day to day work, the Depots have 
also a large body of Labour staff. 

Our remarks above and in other parts of the report will also apply to 
the gazetted staff of Store Depots such as Superintendents in charge^ 
Advisory Chemists, Factory Managers, etc. 
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In regard to the office establishment and the inferior staff our recom¬ 
mendations in regard to such staff in departmental offices would cover their 
oase. For Depot stafi such as Assistant Managers, Superintendents, 
Assistant Superintendents, etc., who have responsibility for the custody of 
stores, the scales which we have suggested for Railway Store Depots might 
furnish some guidance; but in view of the difierence in functions and 
responsibilities of different grades, the present terminology may not provide 
a safe indication. The pay scales must be allocated with reference to the 
true nature of the functions appertaining to each post. In most Depots 
there are skilled grades of workers such as Cutlers, Tinsmiths, Carpenters, 
etc., besides unskilled categories like Packers. We havd received a number 
of representations from stafi of difierent Medical Store Depots and represen¬ 
tatives from Madras and Bombay Depots also appeared to give oral evidence 
before us. Among the points made was a demand for uniformity of treat¬ 
ment for workers in matters of leave and retirement privileges etc., along 
with other non-gazetted and gazetted grades. In regard to ministerial 
^ades, the Madras representative suggested that the basic pay should be 
Es. 75—250 with higher grades of 100—300, 350—450 and 500—750 for 
Assistants and Supervisory personnel. Por costlier cities, city allowances, 
house-rent allowances and conveyance allowances were asked for in addi¬ 
tion. For the industrial grades, the Bombay representative suggested the 


following scales: — 

UnskiUed ..Rs. 60/75.^ 

Seim-skilled ......... Rs. 60/85. 

Unskilled Supervisory Staff ...... Rs. 90/120. 

Skilled employees . . .Bs. 126/180. 


In their oral evidence the representatives of the Medical Store Depots 
•complained that their main grievance was that a large majority of the staff 
were kept on k temporary basis and that at present there was no proper 
differentiation in the nature of work and the rate of remuneration between 
different categories, since a number of semi-skilled and skilled jobs such as 
those of Turners, Blacksmiths, etc., .were lumped together in the same 
grade as Packers. The Bombay representative asked for scales ranging from 
Es. 85—250 for certain categories of skilled employees like Drivers, Electri¬ 
cians, Boilermen, etc. We recommend that so far as the non-clerical staff 
•are concerned, their pay may be regulated as follows: — 


Unskilled 

. Rs. 30—J—36 



Unskilled Supervisory 

. Rs. 36—1—60 



Semi-skilled 

. Rs. 35—1—60 

Rs. 40—2—60 

Rs. 60—3/2—76 

I According 
>• and 

J bility. 

to skill 
responai- 

Skilled 

. Rs. 40—2—60 

Rs. 60—3/2—75 
Rs. 76—3—105 

'^According 

J bility. 

to skill 
responsi- 


In regard to Compounders, it has been stated t£at they are doing much 
more than compounders and a suggestion has been made that they should be 
redesignated PhEumaceutical Storekeepers. Whatever their designation we 
recommend that they may be placed on a grade of Es. 40—1—50— 2 —60 
with a selection grade of 55—3—85—4—105 if they have no special qualifi¬ 
cations and are only doing the duties of .compounders in the ordinary sense 
vide our recommendations in the case of Eailway Hospitals. 
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4. The Malaria Institute of India .—^Tte Director is an I. M. S. Officer. 


The other gazetted posts;— 

Deputy Director ........ Rs- 1,800-^2,100' 

A^istant Director . . . . . . . . Ra. 625—1,300 

EutoxAologista . . . * . . . . . • Ra* 325—1,000 

Asatt. Entomologists and Malaria Assistants . . . Ra. 270—400 


are held by civilians. As regards these posta, we recommend that they 
should be brought into line with our general proposals and the posts should 
be classified according to responsibility into administrative, Class I—senior 
and junior scales or Class II. 

In regard to the technical staff such as Librarians, Curators of Museum, 
Overseers and Draftsmen, Laboratory Assistants, etc., we would invite- 
attention to our recommendations for similar staff in the sections dealing 
with the Education and Agricultural Departments. Ministerial and Office 
staff including the categories now designated ‘Inferior’ may be dealt -with 
in the light of our general recommendations. 

5. Biochemical Standardisation Laboratory. —The main gazetted posts 
are;—• 

Director ........ Rs. 1,200—1,600—Class I 

Pharmacologist ...... Rs. 350—800—Class II 

Pharmaceutical Chemist and Biochemist . Rs. 300—^700—Class II 

Chemical Assistants . ..... Rs. 150—300 ti 

Junior Pharmacologist ..... Rs. 160—400 / 

We understand these pay scales were fixed during the period of the war 
and the only modifications we would suggest is that tl^ey should be brought 
into line with the scales we have recommended for the corresponding cate¬ 
gories of posts in other departments. The Chemical Assistants may be on a 
scale of Es. 160—330. It is not clear why a different maximum (Es. 400) 
has been prescribed for the Junior Pharmacologist. Unless that post is 
regarded as one of higher status, it should be on the same scale as Chemical 
Atislstants. 

6. The All India Institute of Hygiene and Public Health, Calcutta. —The 


main posts are;— 

Class I — 

Director ......... R.3. 2,500—2,750 

Asst. Director ........ Rs. 800—1,100 

Professors ......... Rs. 700—1,000 

Rs. 1,200—1,500 
Rs. 1,100—1,400 

Associate Professors ....... Rs. 800—1,100 

Class II — 

Assistant Professors ....... Rs. 375—750 

Class III- 

Demonstrators, Technical and Research Assistants . . Rs. 160—260 


These scales of pay also have, we imderstand, been fixed recently taking 
note of existing conditions. In accordance with the ceiling terms which 
we have adopted for top salaries, the pay of the Director should normally 
be only Es. 1,800—^2,000 while that of Professors, Associate Professors and 
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Assistant Directors may be in the range of Es. 800—1,150 the ceiling; 
being raised to 1,250 in the case of Professors, in accordance with the 
recommendations of the In ter-University Board, unless Government con¬ 
sider the case falls within the exception made by the Board in the case of 
Technical and Professidnal Institutes. For the Class II posts we do not. 
recommend any increase in the present minima but the ceiling may be 
raised to Es. 800. Technical Assistants and Eesearch Assistants may be 
placed on the scales which we have generally recommended for this Class 
i.e., Es. 160—10—330. Scales of Es. 40—2—60—3/2—7'5 may be found 
suitable for Laboratory Assistants, Museum Assistants, Media Makers, etc. 
while the grades we have recommended for Nurses namely Es. 100—185• 
and 150—225 may be found adequate for health visitors of different grades. 

7. Other Institutions. —Our remarks above also apply to the case of 
corresponding staff of the Central Eesearch Institute, Kasauli and the office 
of the Imperial Serologist, Calcutta. 

A complaint was made that scales of pay for medical research staff 
other than I.Mi.S., was inadequate. A representative of the Kasaulir 
Institute mentioned certain hardships in the case of ex-I.M.D. men who 
were not allowed to revert to their original line because they were regarded 
as indispensable specialists. The result was that they lost their preferment 
in the army where the scales were stated to be higher for persons of the 
S'.A.S. and A.S. grades. We explained to the witness that it was not in 
our province to deal with individual grievances. An indication of what 
we consider to be fair scales of pay for different grades of medical staff is 
given in para. 16 of the section dealing with Eailways. These could be 
suitably adapted to comparable grades of medical staff in research institu¬ 
tions as well as in hospitals in Centrally Administered Areas which are lun 
by Government. 

In regard to the College of Nursing, Delhi, the pay scales were, we 
understand, sanctioned recently. Many of these posts are still unclassified 
but the posts of Principal and Vice-Principal could reasonably be placed 
in Class II scales of Es. 500—30—740 and 300—25—500 respectively. For- 
the subordinate and teaching staff, the present scales already compare 
favourably with our recommendations referred to above (ip the case of the 
Eailways). 

8. Port Health Department, —^The Port Health Department is adminish 
tered by the Public Health Commissioner.* The Port Health Officers func¬ 
tion at the main sea ports and air ports vie. :—Bombay, Calcutta, Karachi, 
Madras, Cochin, Chittagong, Karachi Air Port, Dum Dum Air Port. The 
Superior posts are those of Port Health Officer, Deputy Port Health 
Officer, Assistant Port Health Officer and Lady Doctor. The pay of the 
Port Health Officer (who is a Class I Officer) is grade pay plus Es. 250' 
in the case of an I.M.S. officer or 860—1,000 (old scales) in the case of 
certain non-I.M.S. Officers or Es. 450—800 according to the importance 
of the charge. Assistant Port Health Officers are a Class II service on 
scales ranging from Es. 260—420. We recommend that Port Health 
Officers in major ports may be on a scale of Es. 800—1,150 (Class I senior 
scale) and Deputy Port Health Officers in major ports and Port Health 
Officers in less important charges on a scale of Es. 440—850 (Class I 
Junior scale). Assistant Port Health Officers including Lady Doctors and' 
Medical Inspectresses may be on a scale of Es. 275—25—500 (Class II 
scale). The subordinate technical staff include Fumigators, Sub-Assistant 
Surgeons, Sanitary Inspectors whose pay at present varies in different 
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sports. The scales of Es. 100—8—140—10—170/E.B.—10—230 and 160— 
10—330 may be found suitable for personnel of the above grades according 
to the importance of their charges. For the Launch staff, the scales appli¬ 
cable to the Boat Establishment in the Custom Houses might furnish a 
suitable guide. 


G.—AGBICULTUEE HEPAETMBNT 

The Agriculture Department which is one of the departments formed 
out of the trifurcation of the old E. H. & L. Department deals with the 
following main subjects: — 

(1) Central agencies and institutes for training and research and 

policies relating to Agriculture including Horticulture, Animal 

Husbandry, Fisheries. 

(2) Forest, including Arboriculture. 

(3) ‘Grow more food’ schemes including machinery, fertilisers and 

manures. 

(4) Control of pests and disease of plants. 

(5) Commodity Committees. 

(6) Central Agricultural Marketing Department. 

(7) The Survey of India. 

(8) The Botanical Survey. 

(9) The Zoological Survey. 

2. A number of research institutions are under the control of this de¬ 
partment such as the Directorate of Dairy Eesearch with the Imperial 
Dairy Eesearch Institute at Bangalore, the Forest Eesearch Institute and 
^College, Dehra Dun, the Imperial Agricultural Eesearch Institute, Delhi, 
'the Imperial Veterinary Eesearch Institutes at Izzatnagar and Mukteswar, 
■the Bureau of Plant Protection and Quarantine including the office of the 
Director of Locust Control. The Imperial Council of Agricultural Eesearch 
also functions under the Agriculture Department and a large part of its 
permanent staff are recruited through and controlled by the Department. 

3. The Secretariat of the Agriculture Department at present includes 

a number of technical and advisory posts on different scales of ^ay:_ 

. Rs. 3,250 
• . Rs. 3,000 

. Rs. 1,000—1,200 
. Rs. 760—900 
. Rs. 2,300- 2,.500 
. Rs. 1,200—1,600 
. Rs. 1,400 

. Rs. 1,500 300 S.P. 

. Rs. 2,000—2,500 
. Rs. 1,800—2,050,-l-S.P. 260 
. Rs. 1,400 
. Rs. 3,250 
. Rs. 360—400 
. Rs.'SOO—^00 
. Rs. 250-350 


Irrigation Adviser . . 

Development Commissioner 
Dy. Agricultural Production Adviser . 
Asst. Agricultural Production Adviser 
Fisheries Development Adviser . 

Dy. Fisheries Development Adviser 
Director, Economic and Statistics 
Dive Stock Adviser . 

Plant Protection Advisor . 

Dairy Development Adviser 
Director, Agricultiiral Machinery 
Inspector General of Forests 
Research OflBcer 

Biochemists .... 
Technical Assistants 
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Many of these posts have been created during the war time and thereafter 
in connection with the Grow More Food schemes and the preparation and 
implementation of agricultural development plans. Their scales of pay 
have, we understand, been fixed generally on an ad hoc basis with parti¬ 
cular reference to the previous conditions of service of the officer recruited. 
It is not possible for us to envisage the extent to which the duties which 
these officers discharge will continue in future in the central field. All 
that we could now say is that when further recruitment is made or if any 
of these posts are to be made permanent it would tend to gi’eater uniformity 
in the Service and avoid undesirable competition if scales of pay were fixed 
with due regard to the general pay levels we have recommended for posts 
of comparable importance and responsibility elsewhere, rather than on ad 
hoc considerations. The pay.of officers and staS of the Secretariat propw 
may be regulated on the basis of our general recommendation for such 
staff. We would in this connection invite attention to our suggestion that 
offices of administrative or executive heads may be separated frona the 
Secretariat proper so as to avoid the present clamour for uniformity of 
treatment with the Secretariat and to ensure a measure of uniforraity 
between all noursecretariat offices functioning under the direct control of 
the Government of India departments. 

4. When indicating its views on the questions referred to this Commis¬ 
sion, the Department of Agriculture stated that: 

(1) the higher posts should be adequately paid so as to attract the 

best talent and the limitations in making a comparison with 
post of university professors should be realised, namely, that 
the latter have ample leisure and means to earn additional 
income by way of examination fees, writing books, etc., and 
do not have to undertake strenuous administrative responsi¬ 
bilities ; 

(2) the scales of pay should be uniform for different departments for 

the same kind of work. 

By way of illustration' it was suggested that the Directors in cnarge of 
Institutes should be allowed a salary of Es. 2,000 to 2,500 which may be 
raised in special cases to even Es. 3,000, that heads of sections and 
branches should be given a salary of Bs. 1,250—1,750, and that Class II 
and Class I Officers should be paid Es. 300—600 and 600—1,000 
respectively. 

We have given due weight to these -views but we have had to adapt 
them to the general considerations as to maximum salaries which we have 
explained- in Part II of the Eeport. We proceed on the assumption that 
if and so far as it is found necessary to obtain the services of specialists 
from' abroad, the arrangement would be on a contract basis. Our recom¬ 
mendations do not relate to such arrangements. 

5. As regards the Secretariat proper of the Agriculture Department, 
both in regard to the gazetted as well as ministerial personnel, recommend¬ 
ations which have been made elsewhere for such persons generally will 
apply. In regard to the technical posts such as Directors, Deputy 
Directors, Assistant Directors, etc., deahng with Irrigation, Agricultural 
Development, Fisheries, Economics and Statistics, Live Stock and Cattle 
Utilisation and Protection, Dairy Development, etc., in as much as most 
of the posts are temporary and the scales of pay have been fixed on ad hoc 
considerations after taking into consideration the qualifications of the 
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indi'viduals selected, we do not propose to suggest any general revision. The 
same remarks will also apply to Class II and subordinate technical posts. 
In the event of future recruitment to these posts during their currency we 
will, however recommend that the scales of pay to be allowed should bear 
in mind the salaries which we have recommended for Heads of Depart¬ 
ments, Class I and Class II Services and for subordinate scientific staff 
generally and not be pitched high on the basis of their present incumbency. 

6. The Zoological Survey and the Botanical Survey .—The Director has 
recommended scales of pay as below against existing scales, apparently on 
the view that scales of pay for scientific services specially in the higher 
branch, should, as a rule, be higher than those of corresponding men work¬ 
ing in other Departments as scientific workers generally join service at a 
later age, have higher initial qualifications and have invested more time 
and money in equipping themselves for their work:— 



Director's 

Present 

Olassifi- 


proposals 

scales 

cation 


Rs. 

Ks. 


Director 

. 2,.500-3,000 

1.000—1,500(0) 

Class I 



I,200(N) 


Jt. Director . 

. 2,000—2,.500 

... 

Do, 

Superintending Zoologist 

. 1,300—1,750 


Do. 

Zoologist 

. 550—1,280 

350-950(0) 




300-850(N) 

Do. 

Asstt. Zoologist 

. 300—800 

2bO-650(N) 

Class n 

Scientific Assistants 

. 200—400 

150-360(0) 




125-200(N) 

Class in 


In dealing with the scientific services we have taken these considerations 
into account; but we consider the proposed rates excessivq. The Director 
himself recognises that there should be no distinction between the pay of 
comparable grades of scientific staff such as Zoologists, Chemists, Physi¬ 
cists, Botanists, etc. Having regard to our recommendations regarding 
ceiling salaries for Government employees, and to the size of the Depart¬ 
ment and the nature of the work we cannot place the Director at a level 
higher than that of head of a smaller department, i.e., scale 1,300—1,600 
or 1,600—1,800. The scales of Zoologists and Assistant Zoologists should 
be related to the general scales which we have suggested for Class I (Junior 
scale) and Class II respectively. Superintending Zoologists might be con¬ 
sidered equivalent to the senior scale in Class I. Regarding the scientific 
assistants, we consider their pay scales should be similar to what we have 
suggested elsewhere for this class of persons vix. :—Rs. 160—10—330 with 
a selection grade of Rs. 250—500. For technical subordinates such as 
Librarians, gallery assistants. Collectors, Artiste, etc., and Laboratory 
Assistants what we have suggested for similar staff in the C.B.R. Chemical 
Service and the Archeeologieal Survey may be suitably applied. The same 
comments apply ^Iso to the Botanical Survey. The Director has not 
suggested any specific scales of pay for the scientific staff but desires only 
parity with sister departments such as the Zoological Survey. 
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7. The Central Agncultural Marketing Department .—^The scales of paj| 
of the more important specialist or technical posts are indicated below: — 


Cla»» I — 

Agrioultural Marketing Adviser ..... Rs. 1,800—50— 

2 , 000 . 

Dy. Agrioultural Marketing Adviser .... Rs. 1,600 

Senior Marketing Officer.Ra. 900—^1,200 

Marketing Officers and Spnior Inspectors . ' . . Rs. 600—900 

Glass II (various posts such as)— ') On various scale ■ 

Assistant Marketing Officer, Inspector, Chemists, etc. ^ ranging from Rs. 

J 200 to 700. 

Glass III— 

Senior Chemists ..Rs. 250—350 

Junior Chemists.Rs. 160 —260 

Research Assistants . . . ' . . . . Rs. 100—220 

Statistical Clerk ..Rs. 80—200 


In regard to the Class I posts, we agree that the posts of 
Marketing Ofidcers and Senior Marketing Officers, Inspectors, etc., 
may be placed on the senior scale of Class I. The Agricultural Marketing 
Adviser and Dy. Agricultural Marketing Adviser may be on the scales of 
Es. 1,.300—^1,600 and 1,000—1,4(X) respectively. In regard to the Class TI 
posts, we observe that there is at present considerable variation in the levels 
of pay both in regard to the maximum and the minimum. If this represents 
a difierentiation on the basis of responsibility we are. reluctant to recommend 
that the pay of these posts should be brought on to the full range of the 
Class II scales which we have suggested. They may be limited to Es. 275— 
25—500—30—650. For the technical subordinate staff possessing research 
qualifications and engaged on scientific work like Assistant Chemists and 
Chemists a scale of Es. 160—10—330 with a selection grade of Es. 250—500 
would seem to be .appropriate. For other posts, the grades of Es. 66—105, 
100—185 may be found suitable. Where the minimum qualification is a 
university degree, _the scale of Es. 80—220 would be appropriate. Minis¬ 
terial posts, including posts of storekeepers, draftsmen, etc., and lower grade 
posts will remain on the corresponding ministerial or lower grade scales in 
depatmental offices generally. 

8. The Directorate of Dairy Research and the Imperial Dairy Research 
Institute, Bangalore. —The main posts are: — 

Class I — 

, Director ..Us. 1,800—2,060 (O) 

Rs. 1,600—2,000 (N) 

Husbandry Officers, Chemists, Bacteriologist and Techno- 

.Rs. 360—1,260 (O) 

Rs. 300—1,000 (N) 

Class II — 

Assistant Chemists, Superintendents, Biochemists . . Rs. 300—800 (O) 

Rs. 200—660 (N) 
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The paj of the top posts such as that of Director may according to import¬ 
ance be fixed as 1,300—1,600 or 1,600—1,800. We consider that no 
re-v ision is necessary in the scales of pay of the other posts both in the Class 
I and Class II except to the extent of bringing such posts to the general level 
which we have suggested for Class I and Class II services and grading them 
according to responsibilities as senior or junior scale charges in Class I. 
The pay of subordinate technical staff may be regulated on the lines indicat¬ 
ed above and in the case of the I.A.E.I. for comparable staff. The same 
remarks apply to the office of the Plant Protection Adviser to the Govern¬ 
ment of India and the staff of the Locust Warning organisation. 

9. Imperial Council of Agricultural Research .—The promotion, guidance 
and co-ordination of agricultural and veterinary research and the application 
of its results throughout India are the main functions of the Council. While 
maintaining no research institutions directly under its control, the Council 
is expected to decide what particular schemes of research are of all-India 
or of local importance and whether any scheme could best be carried out at a 
Central or Provincial institution or by any other agency after subjecting the 
scheme to examination by its experts and making such grants as it considers 
suitable. Training of research workers, collection and dissemination of 
information and publication of scientific papers, etc., are also among the 
functions of the Council. The cost of the Secretariat staff of the Council 
under the Vice-Chairman is met by Government. The main posts are;—^ 


Class I — 


Vioe-Chairman ....... 

Jt. Vioe-Chairman ....... 

Secretary .. . . . Time soale plus 

Under Secretary ....... 

Agricultural Commissioner ..... 

Animal Husbandry Commissioner . . . . 

Asstt. Agricultural Commissioner . . • . 

Asstt. Animal Husbandry Commissioner . 

Fruit Development Adviser ..... 

Statistical Adviser ....... 

Rs. 3,250 

Rs. 2,750 

Rs. 300 S.P. 

Rs. 1,000—1,260 
Rs. 2,600—2,760 
Rs. 2,600—2,750 
\ grade pay plus 
/Rs. 260 S.P. 

Rs. 2,000—2,260 
Rs. 1,200—1,600 

Class H — 


Asstt. Statisticians .<..... 
Asstt. Fruit Dev. Adviser ..... 

Rs. 200—660 

Rs. 600—900 


The ministerial staff are on the scales of pay for attached offices. The 
Council have suggested that the pay of Assistant Agricultural Commissioners 
, and equivalent posts of Assistant Advisors should be Es. 750—50—1,200. 
For other posts they have suggested a range of Es. 50—80 for Class IV 
covering the present ‘inferior’ servants, Es. 100—300 for clerks (Class III 
service) and Es. 175—-500 for Stenographers (Class III service) and Es. 200 
—600 with a selection grade Es. 400 to 600 for Assistants (Class II Service) 
and Es. 600 to 800 for Superintendents (Class II service) and Es. 1,000—s 
1,200 for Assistant Secretary. In so far as the non-technical ministerial 
staff are concerned, the scales we have suggested for headquarters offices 
which are directly subordinate to the Government^ of India would be appro¬ 
priate for the staff of the Council. For the higher administrative and 
technical posts, we would suggest that the pay scales may be regulated on 
the lines indicated in para. 3 supra. 
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10. Among the important institutions working directly under the Gov¬ 
ernment of India, Agriculture Department, are the Imperial Agricultural 
Eesearch Institute, Delhi, the Imperial Veterinary Eesearch Institutes at 
Mukteswar and Izzatnagar and the Forest Eesearch Institute and College 
at Dehra Dun. The functions of the I.A.E.I. are to carry on fundamental 
research in agriculture and to impart post-graduate training in diSerent 
branches of agricultural science. The main categories of staff in the Insti¬ 
tute are:— 


Rs. 

Oltut J — 

Director ... ..... 2,000—2,2S0 

Assistant Director pay of head of a division plus 260 S. P. 

Ola»$ J—. 


OfSoers ........ 276—1000 plus 160 for heads 

of divisions. 


CUua II — ^ 

Officers. 260—800 (Old) 

300—660 (New) 

Clou III— 

Scientido Assistants ...... 100—300 (Old) 

100—260 (New) 

Fieldmen . . ..... 40—120 (Old) 

40—100 (New) 

Plant Collectors ..... 30—40 (Old)' 

26—30 (New) 

The Director of the Agricultural Eesearch Institute, Dr. J. N. Mukherji 
has pointed out that the present rates of pay are inadequate for scientific 
workers in Government institutions and deplored the present disintegrating 
tendency by which quasi-Government concerns such as Commodity Com¬ 
mittees, etc., canvass and obtain the services of scientific workers from 
Government Eesearch Institutions. He has strongly urged that scientific 
services should carry the same emoluments, status and prospects with other 
services in Government and that reserved posts should be properly grouped 
into the following four categories:— 

(1) Heads of Divisions, i.e., those entrusted with researchship and 

research organisa.tion; ■ 

(2) Class I OfiBcers, i.e., those in charge of important sections involve 

ing specialised technique; 

(3!) Class n Officers, i.e., young men who are in charge of units; and 

(4) Eesearch Assistants whose minimum qualification would be a 
post-graduate degree or diploma in their resepective subject. 
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On these considerations he has suggested the follownig scales of pay for the 
staff of the Institute:— 


Heads of Divisions 
Begistrar . . ' . 

Class I Oflfioers . 

Class II Oflfioers 
Research Assistants . 

Research Fellows 
Senior Laboratory or Field Assts. 
Junior Laboratory Assistants 
Ministerial & Inferior Staff . 

Artists (a) Head Artists 

(6) Senior Artists . 

(c) Junior Artists . 
Fieldmen and Setters 


Rs. 

1,250—50—1,750 

800—50—1,250 

600—40—1,000—50—1,250 

300—25—625—35—800 

150—10—360 

150 

100—5—150—5^—200 
60—5/2—75—5—100 
Scales of pay fixed for the 
Imperial Secretariat staff, 
200—10—350 
175—7i—200 
75—5—125 
50—5/2—75—5—100 


11. In the Forest Research Institute and College, the main posts are;- 

Glcue 7— 


President—Forest Research Institute 
Sylviculture or Utilisation Branches 


I. F. S. pay plus 250 S. P. 

. ■) If 1. F. S. grade pay plus 150. 
J-If Class I—500—1,000 
If Class 11—250—750 (Old) 


200—600 (New) 

Director of Forest Education, Lecturer, I. F. S. grade pay plus 150 S. P. 
etc. 

Assistant Lecturers .... PFS scale plus 100 or 200—600 


ouus ni-^ 

Lower Grade Assistants 


Laboratory Assistants 

Field Assistemts—Various scales 


100—200 

65—125 

85—125 

20—40 to 50—80 


In the Utilisation Branches—Timber Testing, Wood Seasoning, Paper Pulp 
and Wood Technology Sections, besides the above, there are a number of 
semi-skilled and skilled artisan grades. 

Imperial Veterinary Research Institute .—Iil the Imperial Veterinary 
Research Institute, the main posts are the following:— 


Present scales Representatives 
demands 


(flats I — 

Director . 


Deputy Director 
Heads of Seotious* 
Research OflScors 


Olcus II — 

Assistant Research Oflfioers 


Oiata III — 

Research Assistants Grade I 
Grade II 


Rs. Rs. 

. 1,800—2,060 (Old) . 2,600—3,000 

1,800—2,050 (New) 

. 275—1,000 plus 260 8. P. 

. 275—1,000 plus 160 S. P. 1,300—1,760 

. 275—300 (Probn:) I 

325—25—630/EB—35— )■ 800—1,250 
1,000. J 

. 250-25-550/EB-25-750, 460—800 

- 200-15-360/EB-20—650 

. 300—460 

. 200—300 
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Besides the above posts, there are a few on lower scales of pay sanctioned 
for short contract periods. 

12. One of the complaints of scientific workers in these Eesearch Insti¬ 
tutes was that those of them who first got employment in quasi-Goverument 
bodies after a career of research and later joined permanent Government 
service suffered in the matter of retirement benefits as there is no rule by 
which service under Government and service under a quasi-Governmept 
body could be counted together for purposes of pension. In this connection 
we would commend for the consideration of Government the adoption of a 
scheme similar to the Federated Superannuation System for Universities 
which has been extended to Government Departments in the U. K. The 
basic idea of the scheme we understand is that a substantial provision is 
made continuously and without interruption during the whole working life 
of a member by means of contributions partly by himself and partly by the 
institution of which he is a member. When such a person moves from one 
institution to another within the scheme the accrued rights are transferred 
to the latter to be continued and augmented during the second period of 
service and under similar conditions. 

13. The scientific staff both gazetted and non-gazetted of the above three 
institutes, namely, Imperial Agricultural Research Institute, Imperial 
Veterinary Research Institutes, Izzatnagar and Mukteswar and the Forest 
Research sInstitute, Dehra Dun, gave evidence before us. The genofal 
demand of every grade represented was to place persons with scientific or 
technical qualifications in each category on a level higher than that of the 
corresponding ministerial or administrative posts to which persons with 
similar minimum qualifications were generally recruited. 

The gazetted officers of the I.A.R.I. whose present rates of pay are 
Rs. 300—25—650—35—1,000 and Rs. 200—15—350—20—650 for Class I 
and Class II respectively, asked for the amalgamation of the two services 
into a single one carrying a scale of Rs. 400—1,500 on the ground that ini¬ 
tial qualifications were almost equal except for the stipulation of a higher 
period of practical training and it was purely a matter of luck when a Class I 
VMancy became available in a particular special branch. Their grievance 
appeared to be that there should be some automatic channel of promotion 
from Class II to Class I without Class II officers having to compete with 
outsiders for Class I vacancies. In as much as recruitment takes place 
through the F.P.S.C., and all persons in Government service are permitted 
to apply for recruitment to the higher posts we do not consider that there is 
any basis for this grievance. As we have elsewhere suggested they may 
fairly claim that the age limit should be relaxed in their favour. Another 
• complaint made before us was that outside remuneration was higher for 
scientists than the present Government scales offered and therefore there 
was a large drift to universities and non-scientific departments. We can¬ 
not agree to the proposal that there should be a uniform scale for all scien¬ 
tists, vii. —Rs. 400—1,500 since it would not be financially justified to 
allow such a long and liberal scale for all posts without regard to their 
relative importance. The merger of the Class II service with Class I will 
also deprive persons entering as Scientific Assistants in non-gazetted posts 
of normal channel of promotion. Similar complaints were also made by 
the research workers of the I.V.R.I. who desired that there should be a 
State Scientific Service, uniform scales for the same class of.personnel in 
all departments with common designations and that scientific workers should 
receive a higher remuneration than other civil servants. Some gazetted 

268 



PART ni 


officers of the Forest Research. Institute similarly asked for a merger of the 
Glass I and Class II services and a uniformly higher scale of pay on the 
model of the I.F.S. scale. Among other demands of the Associations of 
workers of the I.V.E.I. were parity ofl leave terms between old and new 
entrants, grant to teniporary employees with more than three years service 
of the same leave terms as peimanent employees, that all service under 
research organisation financed out of central revenues should be counted 
towards pension; that in the matter of pension, research workers should be 
given a weightage to their service to the extent of five years so as to earn 
full pension and that all scientific posts in Class I should be allowed to earn 
the maximum pension of Rs. 7,000 p.a. imder the Superior Service Rules. 
These demands were also repeated by representatives of the associations wh» 
gave oral, evidence before us. 

14. In all these cases we consider that it would be fair if the remunera¬ 
tion for scientific workers is fixed on a par with what we propose for corres¬ 
ponding posts in the Class I (Senior or Junior scale) and Class II or Class III 
services according to the nature duty and responsibilities. ^ The posts 
should also be differentiated on the basis of importance and responsibility. 
Thus a person carrying on independently high grade research work should be 
ordinarily only in the junior scale of Class I while one whose duties involve 
supervision or direction of the work of similar workers such as heads of 
departments in institutes should be on the senior scale. Heads of Ijistituiea 
should rank with heads of departments in the matter of pay, the scale being 
fitted according to the importance of the institution into one or other of the 
following grades:— 

1300—1600; 1600—1800; or 1800—2000 

15. The subordinate scientific staff of various institutions like the 
I.A.R.I., I.y.R.I., the P.R.I., Geological Survey have similarly claimed a 
higher scale of remuneration than for ministerial posts and everywhere the 
desire was to equate their demand for increased remuneration with that of 
the most attractive ministerial service, namely, that of the Imperial Secre¬ 
tariat. We consider that in respect of scientific assistants, a scale of 
Rs. 160—:330 with a selection grade of 250—500 should be adequate on ttie 
basis that the minimum qualification is a research degree. In other cases 
where an ordinary Arts or Science degree is prescribed as the minimum 
qualification, there should be no justification for differentiation between the 
Scientific Assistant and a ministeri^ Assistant. The scales of Rs. 35—60, 
40—60, 60—75 and 75—105 should, in our view, be found suitable for 
categories like Laboratory Assistants, Fieldmen, Plant Collectors and other 
skilled or semi-skilled workers, provided a proper differentiation is made of 
duties and responsibilities. 

16. Survey of India. —The Survey of India is one of the oldest organise- . 
tions dating back to the days of the East India Company. It was initiated 
by military survey parties and has even to this day retained in its higher 
ranks its original military complexion. In 1886 when enquiry was conduct¬ 
ed into the Indian Public Services and again when the Islington Commission 
reported on the subject in 1915-16 it was observed that the superior posts 
were filled predominantly by military officers and civilians were allowed 
entry only into a sort of lower or provincial cadre. The main work of the 
department has remained the preparation of topographical maps which are 
required not only for military purposes but also by civil administrations such 
as Public Works, Irrigation and Forest Departments. The headquarters of 
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the department was originally at Calcutta but later was shifted to Delhi and 
Rome of the important branches, e.g., map reproduction office, which were 
located in Calcutta were moved to Dehra Dun during the war. The organi¬ 
sation of the department has undergone many changes and it suffered an 
attenuation when the post-1931 policy of retrenchment was in full swing. 
This had the effect of retarding the completion of the topographical map of 
India and on the outbreak of the war the entire resources of the department 
were directed to the task of providing maps for the army. With the return 
to peace t&ne conditions of working the demand for the services of the 
Survey of India has increased on account of the numerous reconstruction 
and development plans which have come up for consideration, particularly 
in the field of irrigation, power engineering and soil conservation. The 
Surveyor General has explained to us that these demands now require a 
reorientation of the activities of the department as a survey map of India 
on a larger scale than exists at present will have to be prepared. 

17. Till recently Class I posts in this service were manned exclusively 
by personnel drafted from the army. We were informed that a few civilians 
have recently been appointed to these posts. It was accordingly strongly 
pressed on us by the members of the Class II service in this department 
who sent representations and also gave evidence before us— 

(i) that all recruitment to the Department from the army should 

cease and Class I posts should be filled by civilians with appro¬ 
priate qualifications; 

(ii) that Classes I and 11 should be amalgamated and that recruit¬ 

ment should be made to this amalgamated service carrying a 
single scale of Es. 375—1,750 in the same manner as to the 
higher services in India; 

(iii) that even if Class I should be retained separately from Class 11, 

there should be ample opportunities for Class 11 officers to be 
promoted to Class I posts; and 

(iv) that it was unjust that officers who are entitled to draw only 

civil rates of pay and are not granted any military privileges 
should be bound down for compulsory military service. 

18. Next below Class II are the Upper Subordinates. They in turn 
insisted in the course of their oral evidence that members of their section of 
the Service should be freely promoted to Class II and Class I posts. The 
Surveyor General (Brigadier Sir Oliver Wheeler) was emphatically of the 
opinion thafi Class I should continue to rejnain distinct from Class II and 
that a large proportion, at any rate of Class I should consist of men who 
have seen and would be ready to undertake military service. He, however, 
informed us that in the proposals recently submitted by him to the Govern¬ 
ment of India heffias recommended that 50 per cent, of Class I posts should 
be made available for civilians, and that out of the 50 per cent., 25 per cent, 
should be recruited directly to Class I and the remaining 25 per cent, should 
be taken by promotion from Class II. For the reasons given by us in dis¬ 
cussing the general question of the continuance of the distinction between 
Class I and Class II Services, we accept Brigadier Wheeler’s view that the 
distinction should he maintained. Much as we should like to see the elimi¬ 
nation of the Military element from this service during its peace-time exist¬ 
ence, we cannot ignore the point of the Surveyor General’s argument that a 
certain reserve of military officers in this Department is necessary to meet 
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the demands sure to be made by the army almost at the outbreak of any 
war and if military officers are to be retained in the department at all, they 
should be men of high qualifications and therefore members of a Class I 
Service. Whether the proportion "between the military and the civil 
personnel should be 50 :50 as Brigadier Wheeler suggests, or the civilian 
element could be made larger, and whether it will be possible to impose a 
condition subjecting the civilian officers to liability to military service in the 
event of an outbreak of war, are matters of policy which we must leave to 
the Government to decide. We referred to this question of recruitment 
here only in view of its bearing on the question of the attractiveness of the 
service in its higher grades, whether in Class II or Class I, to young men of 
ability because if they have no prospects of preferment to the higher posts 
in the line it is scarcely likely that they will be tempted to enter the grade 
II service. Any attempt to attract them merely by raising the pay of the 
grade II service cannot produce satisfactory results, 

19. If Class I posts in this service are to be manned partly by men from 
the army and partly by civilian officers whether directly recruited or pro¬ 
moted from Class II, the question of parity or disparity in pay between the 
military and the civilian personnel assumes importance. The history of 
a similar question in relation to the Indian Civil' Service is well known. The 
Service men naturally insist that there should be no difference in pay or in 
status between themselves and military officers. The Surveyor General, in 
his Memorandum, has stated—and he repeated before us—that technical 
services are, in this country, paid insufficiently relative to non-teohnical 
services and that in his own department, the standard is lowering because it 
has not been possible to obtain as good quality men as hitherto on the 
present pay scales which are too low to attract or keep good men while it is 
essential that it should have the best men obtainable in India. From the 
answers given by him during his examination, it is not easy to say how far 
the difficulty of securing proper men for the Department in sufficient num¬ 
bers is due to the demands of war-time conditions and how far it is due to 
normal causes. The change in economic conditions is of course a factor 
which must be operative as much on the members of this service as on the 
members of other departments of public service. If field work in the 
Department involves strain and hardship, there are also compensations as 
such work is seasonal. We have therefore no reason to think that in the 
years to come, it will be necessary to offer to recruits to this service any 
different terms from those offered to recruits to other Departments. The 
Surveyor General appears to have made certain proposals in respect of the 
scale of pay for Class I Civilian Officers in a letter addressed by him to 
Government on 14th August 1946. According to these proposals, the pay 
of the civilian officer will practically be the same as the pay of the military 
officer equating in a way the time scale -rates up to the 27th year of service 
with the corresponding rates of pay for the Indian Engineers in the army. 
In his evidence also the Surveyor General stressed the need for paying civi¬ 
lian personnel in Class T on the same scale as army personnel and at the 
same time allowing an addition to the regular army pay to induce military 
personnel to join the Survey of India. These scales ranged from Es. 500—■ 
2,000. It is not within our province to make any comments on the pay or 
allowances of the men who may be recruited from the army; but so far as 
civilian recruits are concerned, we are decidedly of the opinion that these 
rates are too high and there is no justification for the policy of paying Indian 
officers recruited in India on the same scale as European officers merely 
because it is not within the power of the Government of India to lower the 
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scale of pay for European officers. Further, we expect that the rate of pay 
for the Indian Army officers will in future bear a more reasonable parity to 
that of the civilian services and we would accordingly recommend that all 
Indian Officers of Class I should be paid on the same scale (as we have 
recommended for these services) whether they are serving alongside of 
European Officers or not, and that there should be no diSerence in this 
respect between one Department and another, except in so far as special 
grades or allowances may be provided in respect of particular departments 
in view of their importance, responsibility or arduousness. This last quali¬ 
fication is of particular importance here because it has been pressed on us 
that certain departments like the Survey of India and Geological Survey 
involve, by the very nature of their work, great hardship on their officers and 
men. Liability to transfer anywhere in India is a common factor of all 
the higher services and the pay scales we have recommended are sufficiently 
liberal to cover all such incidents. The only factor in respect of which addi¬ 
tional compensation may be claimed is the incident of field service with the 
army. This can be provided for by a suitable family allowance during 
the period of actual military service. 

20. The Surveyor General has suggested a scale of Bs. 500—^2,000 of 
which Bs. 500—800 is junior scale and Bs. 750—^2,000 senior scale as suit¬ 
able pay for civil employees in the Class I service. He has apparently based 
these rates on the rate of pay of Indian Engineering Officers including the 
eleiiient of family allowance. As far as we are aware the Military Bay 
Committee has not yet fixed the future scale of pay of the Indian Army 
personnel and will be doing so in the light of our recommendation as re¬ 
gards civilian posts generally. We therefore consider it inappropriate to 
fix the scale for the Survey of India on the basis of the existing rates of pay 
for military personnel. On the other hand, we consider that parity between 
this service and other services should be welcome and posts in the Survey 
Department should carry pay similar to what is allowed for administrative 
and lower posts in other departments. On this basis we consider that posts 
of Assistant Superintendents should remain on the junior scale, i.e., 350— 
850 and posts of Superintendents on the senior scale, i.e., 600—1,150 
which we have prescribed for civil services generally. Bests of Director 
in our view should be on a level with that of junior administrative posts 
{i.e., Bs. 1,300—1,600) and that of Surveyor General with posts of heads of 
the largest department (Bs. 1,800—^2,000). 

21. Bepresentatives of Class II services have asked for a merger of 
their service with Class I and the grant of identical scales of pay, i.e., 
jjg_ 450 —1,750 on the ground that the work done is the same. At present 
civilian personnel in Class I are recruited by -promotion from Class H 
while the military personnel coming from the army already possess 
besides practical experience basic engineering qualifications. Becrult 
ment to the Class II service, we understand, is made through an exami¬ 
nation for which minimum qualification is a degree. Becruits are not 
necessarily engineering graduates and they obtain professional skill only 
as the result of an intensive departmental training. In the circumstances 
we consider that the pay scale for the Class II service (which we recom¬ 
mend should continue) should be on a level with that for other Class* II 
Services, namely, Bs. 27,5—800. 

22. A special class of officers known as Topographies! Assistants 
were recruited during the war. The class comprises a large number of 
qualified young men and their case certainly deserves sympathetio 
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<jonsideration. They put their case too high when they claimed that at 
the time of their recruitment it was represented to them that their ser¬ 
vices would be permanent. The advertisement makes it clear thaft they 
are appointed only for the period of the war. But having been there for 
five or six years and having been found quite efficient, they deserve 
every consideration. It is not for us to fix the number of officers required 
for the department; but it gave us some satisfaction to hear from the 
Surveyor General that he would try to appoint as many as possible of this 
class to vacancies resulting from the promotion of Class II officers to 
Class I as well as to vaeancies in the Upper Subordinate cadre. He, 
however, mentioned that certain rules and regulations which the Home 
Department were applying rigidly stood in his way. We are not aware 
of the details of these rules and regulations. But, in the special circum¬ 
stances of the case, we venture to express the hope that it would be 
made possible for the Surveyor General to do justice to these men. 

23. In regard to subordinate staff the scales of pay differ considerably. 
The statement below shows the categories of posts aaid the general pay 
range under the old scales of pay, the revised scales of pay and the 
demand of the staff associations belonging to the grade and the Surveyor 
General’s proposals:— 


Upper Subordinate 
Service. 


Old or new scales 
of pay 


Demand of Staff 
associations 


Surveyor Gene¬ 
ral’s proposals 


Category of posts — 

Probationers 

'Ordinary grade . 

•Special grade 
'Draftsmen 


Engravers 


Rs. 


flh—100 (old) 

60—80 (new) 
120—300 (old) 

96—240 (new) 
360—400 

300—460 (old S. G.) 
130—360 (old Ordy.) 
110—300 (new Ordy.) 
130—360 (old) 


Rs. 


Rs. 


Reproduction Assistaqjbs 110—300 (new) 


)-70—200 and 100—120 (Prob.) 
200—760 (for 130—lb—400 

the more important posts). 


J 


iotoer Subordinate Service — 


Surveyors, Compu- Different 
tors. Draftsmen, 
Traversers, Re¬ 
corders, Levellers, 
Reproduction per¬ 
sonnel including 
Copper Plate 

‘Printers. 


'Qrade IV or Inferior^ 
servants — 


grades—-80—260 
ranging from 

30—38 to 120—160 
(old)-Rs. 29—36 
to 42—146 (new). 


On army model 
basic pay pins 
trade pay ac¬ 
cording to 

qualiRcation and 
technical ability 
ranging fro m 

Be. 1 to Re. 4 
per day. 


Daftries, .Temadars, Banging from— 30—75 

Tindals, Mates 15—1/6—19 to 

Khahassies, etc. 20- I —27 (old) 

13—1/6—17 to 
18— i —25 (new). 


Not less than 
Rs. 20 on pre¬ 
war standard. 


24. ‘We understand that the practice in the Depandanent is to recruit 
:persons possessing the prescribed minimum qualifications and to give 
dhem intensive training after which persons possessing the necessary 
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aptitude and sitill are confirmed and receive further advancement accord¬ 
ing to their abihty. For the Upper Subordinate grades we understand 
trba minimum qualification is Matriculation ca: Inter Science and in the 
circmnstances we do not consider that the pay should be any higher 
lijLin for similar grades , of engineering stafi recruited on the Eailways., 
( ta this basis a pay scale of Es. 100—120 Probation and Es. 130—10—300 
with a selection grads of Es. 250—15—400 would seem appropriate. Fca; 
Draftsmen and the higher grades of subordinate technical staff in the 
Map Production Branch the following scales may be applied according 
to the technical skill and ability called for:— 

Rs. 60—4—120/EB—6—160. 

Its. 100—6—125—6—166/EB—6—186. 

Rs. 130—10—300. 

Rs. 250—16—400. 

\'’i; feel doubtful whether the system of payment on the army model 
mggested by the Surveyor General would work satisfactorily so long ae 
(lie conditions of service of the lower subordinate personnel in the Survey 
(.4 India are not entirely governed by army terms of service. It is un- 
' !-■ !v i,hat a basic scale on the level of that of the sepoy would serve to 
. atisfy employees even when substantial differential in pay is allowed 
lor technical skill. There is also a possible danger that the grant of 
iraJe pay may be to some extent arbitrary as it might depend upon the 
I jhuion o)' good will of a particular officer who may have the power to 
i'lake *1)18 award. The Surveyor General in his evidence before us, has 
a.ssured US that technical skill for wtadi trade pay is payable is capable 
of exact ascertainment through trade tests We understand his proposals 
arc already with. Government. Without prejudice to these proposals we 
suggest that if the existing practice of having inclusive pay for different 
grades on the basis of difference in duties and responsibility is to conti¬ 
nue, the following scales may be found appropriate for posts involving 
different degrees of responsibility:— 

Rb. 


Unskilled 

Unskilled Supervisor 
Semi-skilled 


.SkiUed 

Highly skilled 


Sp d ' '36 
36 — 1—60 
36 — 1—60 
40 — 2—60 
60 — 3 / 2—76 
40 — 2—60 
60 — 3 / 2—76 
76 — 3—106 
90 — 6—120 


In regard to ministerial posts we do not make any specific suggestions 
e,;; i-egards scales of pay but would recommend that such staff in the office 
of the Surveyor General and subordinate offices of the Survey Depart- 
jiu nt may he respectively dealt with on the bases we.have recommended 
I'nr headquarters offices working directly under the Govermnent of India 
and departmental offices. 

25. The point as to the undesirability of retaining a large proportion 
of men in temporary service for a long time was pressed by the employees 
in this Department also. The Surveyor General stated that his present 
nroposal would restrict the maximum period of temporary service to ten 
^ ears. It seems to us that even this is too long a period to keep a man 
in suspense. He, no doubt, explained that it takes a greait deal of initial 
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training ,and observation later before the Department owa come to a 
decision as to the suitability of a person for confirmation and retention 
in service and he added that as a matter of fact not many people were 
discharged. Dven making allowance for these considerations, we think 
it fair that any man who enters the Department should know within a 
reasonably short period how exactly he stands in the Department. As 
long as he is left in an uncertainty as to his future, the mere fact that 
he. may not ultimately be discharged is not sufficient to secure to him 
the peace of mind arising from a sense of security of tenure. 

2b. One peouharity of the Department to which Brigadier Wheeler 
drew our attention deserves to be noticed. Certain inferior members of 
the service whose work is required only at particular periods of the year 
remain on what is called departmental leave during the rest of the year. 
During such periods, they receive an allowance amounting to about half 
their salary. It is the practice to debit this leave against the leave 
account of such employees. We agree with the Surveyor General that 
this is not fair. The matter is not one in which these employees have 
a choice and it certainly cannot be pretended that such leave is given to 
them at a time when they may require leave. The practice is adopted 
only for the convenience of the Department and with a view to economy. 
The case is not even analogous to the practice obtaining in vacation de¬ 
partments because officers of these departments receive their full pay 
during the vacation whereas employees of the Survey Department receive 
only half pay during departmental leave. We recommend that this prac¬ 
tice of debiting departmental leave against the leave which the employee 
would otherwise be entitled to should he suitably altered so as to avoid 
hardship to low paid staff. 

27, We are in general agreement with the recommendations made by 
the Surveyor General in his letter to Government of the 3rd May 1946 
as to the methods of recruiting men to the Upper Subordinate Service 
»nd as to the pay scales proposed for them. The proposals therein made 
for the promotion of men from the Upper Subordinate cadre to Class II 
.service also seem reasonably sufficient to serve as an inducement and 
incentive to members of the service. The Upper Subordinates,, in turn/ 
desire that the distinction between their Class and Class II service 
should, in effect, be abolished. Alternatively, they claim that when they 
discharge duties which were really of the nature of duties of Class I 
officers they should be paid either the rates of pay applicable to Class I 
officers or at least special allowances. The scales proposed by us which 
follow the recommendations of the Surveyor General are a very sub¬ 
stantial improvement on the existing scales and should be appropriatte. 

28. A complaint was made that the bond taken from certain classes 
of recruits when they entered the Department was peculiar to this De¬ 
partment and that there was no justification for such a course. It was 
also urged that it was a purely unilateral, contract imposing harsh terms 
upon the employee. We do not see any justification for such a complaint. 
Such bonds though not common, are not unknown in other Departments. 
In view of the fact that a person recruited to this kind of service has to 
be trained for a long time at public expense, it is only right that it 
should be made a condition of the arrangement that he should not quit 
the service for at least five years. The only other condition to which 
•exception was taken is the clause imposing a penalty on a person who 
attempts to resign from the service at the commencement of the field 
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aeat^on. in view of the inconvenience and dislocation of work which a 
resignation at that particular juncture would cause the clause cannot be 
regarded as unreasonable. 

29 Objection was also taken to the wacy in which what is known as 
the next below rule works in the Department when officiating arrange¬ 
ments are made, it was*explained to us that on occasions of short term 
vacancies, the ordinary practice is to promote the man next below and 
if be happens to be away on military service, the man next below him 
is appointed but the intermediate man in military service also gets the 
higher pay which he would have got if he had filled the acting vacancy. 

It was claimed that this privilege should be extended even to persons 
not absent on military service. We see no justification for this claim. 
The privilege given to the man going on military .service is explicable 
as an inducement to persuade him to forego his chances of ^preferment 
during his absence. So far as the man remaining on civil duty is con¬ 
cerned, the omission to appoint him to the acting vacancy must be due 
either to his unfitness for it or to the inexpediency of bringing a man 
from a long distance merely to fill a short vacancy. The discretion of 
the Department in such matters should not be restricted. It is quite 
common in all departments to fill short vacancies by promoting the man 
on the spot though he maj' not be seniormost and this cannot be made 
a grievance. 

30. Some complaint was made by Class 11 officers as well as by men 
belonging to the Upper Subordinate arid Lower Subordinate grades as 
to the manner in which promotions from those services take place. It 
was said that it would not be safe or desirable to leave the matte? 
wholly in the discretion of the superior officer. The Surveyor General 
explained that in the matter of direct recruitment to the Class I, the 
latest procedure was to have the selection made by a Board including 
a Director and the Surveyor General. It was put to him whether it 
would not be better if a similar procedure was adopted even in the 
matter* of promotions. He explained that present promotions to Class I 
are made by the Government of India with the concurrence of the 
Federal Public Service Commission. But he felt some hesitation about 
the application to promotion of the procedure followed in direct recruit¬ 
ment. We do not find it necessary to' say what exactly the composition 
of a Board constituted for such purposes should be. But we think that 
as a rule it would be safer to have a Board (including of course some 
departmental officers) to deal with such matters so that an independent 
judgment might be brought to bear on the selection. We also think 
that on such occasions the comparative merits of candidates should be 
determined on an examination of the personal record and confidential 
reports for a number of years and not merely on what might have been 
recorded,, either in their fervour or against them in the latest report. 

31. A point was made that when any member of this department 
died as a result of accident or injury from wild animals during service 
or on account of sickness contracted during service in unhealthy areas, 
no compensation was given to the family. We do not think such a result 
could be intentional. The rules provide for compensation in such cases. 
But we were told that the kind of proof insisted on before the rule is 
held to be satisfied is much too strict. We, were, for instance, told that 
if a Ilian died of malaria contracted during operations in a malarial area, 
the Department held that malaria was not necessarily an accident connected 
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with the service. This seems to us to place the matter ou too- 
narrow a ground. If he served in a malarial area, it would be much, 
more reasonable to connect his malaria with the service in that area. 
We realise that sufficient care must be taken to guard against imfounded 
or unjustifiable claims. But we think that the rule must be so framed 
and so applied in practice as not to deny compensation in genuine or 
deserving cases, 

H.—DEPABTMENT OP POOD 


The Pood Department set up in 1943 is a war-time creation and at 
present continues on a temporary basis. Co-ordination, planning, guidance 
and control of food policy from an all-India point of view, rationing and 
food controls, distribution of food according to a basic plan, storage and 
movement of food grains and procurement, purchase and distribution of 
food stuffs for civil needs as well as supplies for Defence Services are the 
main functions of the department. Since the work undertaken relates not 
only to the laying out of policy but also to the implementation of policy 
the staff of the department comprise besides the usual grades of Secretariat 
staff a number of advisory or Specialists posts dealing with Eationing^ and 
Planning, as well as executive directorates dealing with purchase, storage, 
inspection, movements and statistics. The greater part of the non-Secre- 
tariat categories are filled on a contract or temporary basis and the pay of 
most incumbents seems in consequence to have been fixed on ad hoc con¬ 
siderations, keeping in mind prevailing conditions. 

2. The main non-S’ecretariat posts are: — 

Ks. 

. 3,000 
. 2260—2,750 

. 2,850 
. 1,000—1,960 

. 660—1,209 

. 400—810 

. 260--340 

. 200—360 

. 320—600 

, 250—300 

176—260 

. 200—600 (old) 


Director General. 

Regional Commissioner . . . . 

Rationing Adviser . . . . 

Director (& Chief Technical Adviser) . 

Dy. Director & Dy. Regional Commisioner . 
Asst. Director & Asst. Regional Commissioner 
Food Executive Officer .... 

Storage Officer ...... 

Movement Inspector ..... 

Technical Assjstant ..... 

Accountants ...... 


Deputy Progress Officer 
Assistant Progress Officer 
Chemist Senior . 

Chemist Junior . 

Estimator 

Draftsmen 

Laboratory Assistant . 


176—400 (rev.) 
, 360—460 

. 176—300 

. 360—460 

. 275—325 

. 226—260 
. 160—300 

. 60—120 


3. In their reply to our questionnaire the Food Department have mged 
that in the event of any of these technical or advisory posts (for which no 
proper classification exists) becoming permanent, they should be gradually 
brought on to the existing classification of services and the scales of pay 
also refixed on the same level as for posts of similar importance in other 
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departments. They have also stated that the revised (post-1981) scales of 
pay, with the addition of dearness allowance since sanctioned, are sufficient 
to attract recruits, but pressed that in the interests of efficiency salaries 
paid by Government should not be below those oSered in private employ¬ 
ment. While agreeing that there is a case for reduction in salaries they 
also pointed out that there should be parity of remuneration for similar 
work in different departments. It was their view that uniformity should 
not be carried to the point of unfairly levelling down the pay of old entrants 
or gratuitously levelling up the pay of new eiitrants. 

4. So far as the Secretariat type of posts in the different grades are 
concerned our general recommendations would cover their case. The scale* 
for the ministerial staff of the Directorate General'and subordinate offices- 
should be on the lines respectively recommended for offices directly sub¬ 
ordinate to the Government of India and departmental offices. In regard 
to the posts which are outside the usual Secretariat nomenclature, ws 
have not considered it necessary to make any recommendations regarding 
temporary posts held oh a contract basis as the rates nf pay were fixed 
after taking into consideration prevailing conditions. The question of their 
assimilation to regular^posts in Class 1 and Class II will be one for Gov¬ 
ernment to settle when the decision is taken to make any such posts pei- 
manent. In that event or when term tenures are renewed or extended, we 
recommend that for the sake of imiformity the pay of the technical posts, 
such as of research and planning officers, executive officers, technical 
officers. Directors, Deputy and Assistant Directors, should be brought 
into line with the pay of posts carrying similar responsibilities in the 
Industries and Supplies Department and the Directorates subordinate to 
it. In any such adjustment of pay scales our recommendations about 
ceiling salaries must be kept in view. This would justify the scales for 
the top executive or advisory posts like Special Commissioner and Director 
General being restricted to Es. 1.800—2,000 or Ks. 2,250 (fixed) accord¬ 
ing to responsibilities. Other scales may be for Directors Es. 1,150—. 
1,600, Deputy Directors (Es. 600—1,150 Senior Scale Class I),' Assistant 
Directors (Es. 850—850 Junior scale Class I) according to importance of 
the charge, Executive and Storage Officers, and Technical Assistants 
including Chemists and Analysts may be placed in two grades—Es. 160— 
330 and B^. 250—500. Posts such as draftsmen and estimators, should 
be on the same lines as in the Engineering Department. It is desirable 
that for future recruitment the scales of pay should be brought into line 
with our recommendations. 

J.—HOME DEPAETMENT 

The Home Department deals with matters relating to recruitment, 
appointment, discipline, appeals, retirement and other conditions of. service 
pertaining’to the Civil Sendees in general and in particular the I.C.S., 
the I.P. and All-India Services and the Secretariat (includiiie Clerical) 
services. It generally controls the administration of the Chief Commis¬ 
sioners’ Provinces other than British Baluchistan and certain adminis¬ 
tered areas in N. W. F. P. and Assam (which are looked after b.y the 
External Affairs Department). All general matters relating to the Execu¬ 
tive Coimcil, the P.S.C., Eules of Business, Law and Order and Internal 
Politics, control of foreigners, general policy regarding Jail and Police ad¬ 
ministration and liaison with Provincial Governments on the above matters 
are in charge of the Department. 
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2. The Secretariat of the Home Department has the usual type of 

posts and oui' general reconimeudatioiTs in regard to Secretariat Offices 
will apply to the Department. Attached to the Sec<reiariat is the Employ¬ 
ment Selection Bureau which has been created on a temporary basis after 
the end of the War in order to co-ordinate and control the selection of 
W'^ar Service candidates to the services. The Bureau has a number of 
specialist appoint.ments such as Director (Bs. 3,250), Advisers in Psy¬ 
chiatry and Psychology (Bs. 3,000); Psychologists and Psychiatrists 
(Es. 800—-1,000) which are all Class I posts; there are also 
Class II . posts of Statistical Officers Es. 350/750 and Testers 
(Es. 200/500). So long as these technical appointments are on 

a contract basis for a limited period, we have no comments to 
make with reference to them. If and when it is decided to 
set up the Bureau as a permanent machinery for staff selection, we re¬ 
commend that the scales of pay of the technical posts be revised in a 
manner that will fit in with the general pay level which we have recom¬ 
mended for superior services having due regard to their responsibility, and 
the qualifications required in the holders. As far as the ministerial and 
‘inferioi;’' staff are concerned, we would repeat the observation that it is 
desirable to separate from the Secretariat proper organisations which are 
mere adjuncts to it and whose functions are either executive or advisory— 
the pay scales of the staff should then be determined as in the case of other 
headquarters offices functioning directly under the Secretariat Depart¬ 
ments. ‘ 

3. The Intelligence Bureau also functions under the Home Department.' 
.Its main function is to collect civil intelligence and the staff includes besides 
headquarters staff such as Director (Es. 3,500); Deputy Director (1,950— 
2,150 plus 100 S. P.); Assistant Directors (Senior scale of I. P. plus 300); 
tjovernment Examiner of Questionable Documents (Es. 900—2,000) ; Assist¬ 
ant Government Examiners (400—1,250); Central Intelligence Officers at 
outstations (grade pay of I. P. plus 200 S. P.); Deputy Civil Intelligence 
Officers (Bs. 300—700); the usual grades of ministerial and ‘inferior' staff on 
the scales allowed in attached offices. In so far as the technical staff are 
concerned, our recommendations regarding the all-India Police Service scales 
will apply to posts now treated as Class I posts in the Bureau. In order 
to facilitate recruitment, we see no objection to the continuance of special 
pays as at present. For the Class II posts—^Deputy Civil Intelligence 
Officers—we recommend a uniform scale of Es. 275—800 which we have 
recommended in the case of Class II services without any-special pay. 
As far as the ministerial and inferior staff are concerned, our remarks in 
regard to the differentiation between Secretariat and other headquarters 
offices will apply and instead of being on the Secretariat scales as at present 
the staff should, in future, be brought on to the pay scales that we have 
recommended for headquarters offices functioning directly under the Govern¬ 
ment of India. 

' 4. In regard to the staff of the Chief Commissioners’ Provinces which are 

under the general control of the Home Department, we shall deal with them 
in another section. 

K.—INFOEMATION AND BEOADCASTING DEPAETlifENT 

The main heads of work dealt- with by this Department are (1) Press 
relation inclMlng internal publicity, (2) broadcasting and (3) external 
puhlioity. Besides the Secretariat steff, the medii branches subordinate 
to this departeient are the Information Bureau under the Principal 

274 



K.—^INFORMATION AND BROADCASTING DEPARTMENT 

Tnfnmtfttinn Officer and the All-India Eadio under the Director General, 
Broadcasting. There is also a Publications Division whose function » 
nfoduction of magazines designed to project India to foreign couninea 
and vtce versa. 'The Secretariat contains the usual type of posts; our 
general recommendations about Secretariat staff will apply to them. 

2. In their representation to the Commission the I. & B. Department 
have stressed the point that many of the posts iii the organisations under 
them do not at present fall within the normal framework of the C.assifi- 
cation of services and that the posts of journalists, writers, artists, eto. 
in the Department must carry pay scales comparable to those obt^nable 
for the respective professions in the open market as it will otherwise not 
be possible to attract capable men. In the case of artists and other 
persons possessing highly technical qualifications, they have stated that 
ordinary increments are. unsuitable and they have claimed that greater 
latitude should be given to departments and to heads of offices in the 
matter of raising or lowering the remuneration according to the merit of 
individuals. 

3. Bureau of Information .—Regarding the technical staff of the Press 
Information Burehu, the Principal Information Officer ha^ suggested that 
■educational and technical qualifications including previous experience and 
professional training are important considerations. In determining pay in 
•Oovertiment service for such staff he contended that 'bonuses and other 
benefits available in private employment and opportunities available for 
advancement should also be taken into account. Unless something like 
the market value for the class of recruit is offered, there would, aocordffig 
to him, be no chance of Government recruiting and retaining in service 
men of the requisite talents. He has suggested the following _ scales of ' 
pay for the technical oi professional staff as against the existing scalei 
of pay:— 

Preaent Pr(jpo8ed 

Rs. Rg, 

, Principal Information Officer . 3.2fi0 2,800 

D. P.1.0.1,100-8^-1,800 1,400—80—1,780 

A. P. I. 0. 800—60—1,100 050—80—1.880 

I. Os. . 700—60—1.000 850—60—1,860 

AwistantI. Ob.*- .... 400—*20— 800—-26—• 600—'26—700 

600 

■Joumalieta ft Information Aestta. . 300—80—-400 400—26—600 

Translators • • • * . 160—*10—'200 300—'21^—360 

4. The stalff of the A.I.R. and the D.G. Broadcasting who gave evidence 
before us pointed out that the present disparity in remuneration between 
posts of similar character in the Bureau of Information and in the A.I.B, 
though they are imder the same administrative department is a source of 
serious discontent. It is relevant to mention that the present scales of 
pay in the Bureau were fixed during the y^ar period when the class of 
personnel required were in extreme short supply. With the assurance of 
permanency in Government service it would be logical to differentiate 
bet^e«i what may be regarded as adequate salaries in tiie Bureau of 
Information and the sckle of remuneration necessary to attract personnel 
to an ordinary newspaper man'6 life which despite its attractic&s has itf 
imcertainties. CMislderiftg {he scales Which we have generally prescribed 
for thh Glass I and Class II services an(i allowing for the faet that pasta 
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of Information Officers, Journalists, etc. carry no executive, financial or 
administrative responsiffilities, we recommend the following scales of paj* 
for these posts;— 


Class I— 

P. I. O. .. 

D. P. I. O. 

A. P. I. O. 

I. O. 

riiuM ii— 

Asstt. I. O. 

Class m— 

Journalists and Information Assistants 
Translators ..... 


Bs. 

1,600—100—1,800 

1,000—50—1,300 

640—1,000 

600—1,000 


360—26—600—30—620 

300—20—600 

160—10—330 \ according to responsi- 
100—230 J bilities. 


These pay scales compare favourably in the lower and middle ranks with 
the salaries paid by a leading Indian daily. If they seem low for the 
top posts it is only for the reason that we have foimd it necessary to- 
impose a ceiling for salaries of civil servants.* 

5. Broadcasting .—Broadcasting in India started as a private venture 
when the Indian Broadcasting Co. Ltd. opened stations at Bombay and 
Calcutta in 1927. Within three years, the Company had to go into- 
liquidation owing to financial difficulties as the receipts were insufficient 
to make the maintenance of the service remunerative. Owing to the 
public demand for continuing the service, Government approved the 
Betting up of State Broadcasting service in April 1930 which again stood 
the risk of being closed down in October 1931 in pursuance of the re¬ 
trenchment campaign. .With growing interest in broadcasting andT in- 
orease in revenues 'from the high import duty on raido receivers. Govern¬ 
ment were once again in a position to take a decision to set up a State 
Broadcasting service which was established in August 1935. New* 
stations came into being between 1937 and 1938. The war gave a fresh 
impetus to the use of the broadcasting stations in India which were 
enlarged and modernised to make possible the maintenance of additional 
services. With the expansion of the service revision of the salaries of 
particular grades of staff took place from time to time and the decision 
was reached to make the Department permanent. 

6. At the head of the service is the Director Deneral with a number 
of deputies at headquarters to assist him. Each Broadcasting station is 
a unit with the Station Director as its administrative head. The work 
falls into two groups, the Programme side and the Engineering side. The 
former includes posts of Programme Executives, Transmission Assistants, 
Programme Supervisors, Translators, Announcers, etc. while the latter 
include Station Engineers, Assistant Station Engineers, Technical Assis¬ 
tants, Mechanics, etc. 


7. The D. G. in the course of his evidence before us represented that the- 
increased salaries sanctioned for his staff in December 1944 fell far short 
of his recommendations and failed to achieve the object in view, namely. 


•Mr. Hossain Imam desires to add the follo-sdng remarks:—“ Bureau of 
information can also usefully bo brought back to the soa’es at which it existed before 
the war. I disagree with the scales suggested and would like the scales to, be as- 
follows—^P. I. O. equivalent to Deputy Secretary and the same salary, D. P. I. O. to have- 
the same scale as Under Secretary. A. P. I. O. to get a six years start in the Class I 
Service from 640—30—870 and the I. O. to have first class service, 4 years start 
460—20—760. As regards the Assistant I. O. I would give him Clam II scale from the- 
first year. Consequently the other services would be brought down to 260—16—400 ”. 
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allay the growing discontent among his staff. In his representation to us, 
be has stressed that men of the requisite calibre are not available on tho 
^existing scales of pay, that there is a marked falling off in recruits who 
present themselves for these posts, that posts of equal importance and 
responsibility in other organisations and departments are much better paid, 
-and as revisions have been made piece-meal administrative posts such as 
■those of Station Directors do not carry salaries commensurate with their 
-status,,importance and administrative and financial responsibilities. 
has repeated the recommendations made by him in 19.4^, in place of the 
^scales actually sanctioned by Government;-the principal items among hie 
recommendations are indicated in para. 10 below: 

8. The D. G. also represented that the present difficulties were chiefly 
due to the A. I. E. being understaffed and its personnel being under-paid as 
compared with other broadcasting organisations of the world. He has made 
particular reference to the emoluments paid by the B. B. C. to their 
■staff. In a note sent to us, the D. G. also emphasised that the programme 
staff are now required to do multifarious duties in Connection with planning 
-of programmes, engagement of artist’s, censorship of manuscripts, rehearsal, 
production work, supervision of actual transmission and noting public re* 
actions. The D. G. also made a point that within the same Department 
there was a disparity in remuneration between employees in the A. I. E. 
and persons with journalist, editorial or artists qualifications in other 
branches like the Bureau of Information and the Publications Division 
although the work of the Broadcasting staff was more onerous in that it wa* 
vulnerable to public criticism if it fell below its high standards. 

9. The Engineering arid Technical staff of the A. I. E. who gave evidenoo 
before us also voiced the same complaint and pointed out that persona 
possessing similar qualifications were remunerated better in the electrical 
branches of the P. W. D., in the Telegraph Department and in the radio 
branch of the Civil Aviation Directorate. 

10. The statement below indicates the present scales of pay, the 
proposals of the D. G. and the demands of staff representatives belonging 
io the groups concerned for different grades of posts in the Broadcasting 
Department: — 

Designation Present scales Proposals of Demands of staff 

D. O. representatives. 


•Class I— 

Director General 
Chief Engineer.. 


Deputy D. O. . 
Assistwt Chiefl 
Engineer, 
Engineer in ? 

enarge of I 

High Power [ 
Transmission. J 
Public Belationr 
Offlcer. 

Itesearch Engi¬ 
neers. 

station Direct¬ 
ors. 


Director of Ne'ws 
Service. 


Rs. 

2,050—3,200 
1,900—2,100 (person¬ 
al to last incum¬ 
bent), 

1,000—1,260 


750—000 


560—1,0501 
1,060—1,260 (SO) 


1,000—1,760 with 
special pay for 
Delhi, Calcutta, 
Bombay, Madras. 


Rs. 


1,660—50—1,860 


1,650—1,860 
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Designation Present scales Proposals of D. G. Demands of staiT 

repre^ntatives 


Dy. Director 1,300- 
News Service. 

Cbi^f Elditor . 

News Elditor jp 
Tallis Officer. 

Class II-^ 

Asst. Director . 

(Adinn.) 

Asst. Solicitor 
Asstt. Station ') 

Director, Dis- j 
■ tener Be- ^ 
sparoli Offi¬ 
cer, Xiiaison 
Officer. 

Station Bngi-°i 
neiers, Astt. 

Ikisearcb 
Engineers & ^ 
equivalent j 
poets. J 
Asstt. Station 
Epgrs. 

Asstt- Editors 
(Qeneial). 

Monitoring 1 
Officers, I 
News Report- ^ 
er?. 

Assistant 
News Edit¬ 
or etc. 

Director of Pro¬ 
grammes. 

Sub-Editors and 
Journalists in 
Central News 
Agencies, 
aass Ill- 

Programme 
Executives and 
Supervisors. 
Programme 
iGstt. 

Asstt Engineers 

Studio Execu¬ 
tives. 

Technical Asstts., 
Transmission 
- Asstts. etc. 
Translators. An¬ 
nouncers, Sub¬ 
editors Indian 
Language, etc. 

Senior Mechanics 100- 
Meohanics . 75- 


Bs. 

-1,600 


Re. 


Rs. 


900—1,000 

560—25—900 


600—800 


725—900-(-S.P. BA 50 


350—550 


400—20—600 


350- 500 
300—450 


400—20—600 


350—550-f-S.P.50 
300—20—500 


1 


775—1,175 


775—1,175 


500—750 


750—1,250. 


650—950 


300—450 

200—300 

300—400 

275—400 

lOO- 120 

175—250 


175—250 


} 


-150 

-125 


} 


600—1,000 

400—1,000 

300—600 

200—350 

200—300 


200—300 


75—160 


450- 850 
(gazetted status)'., 

250—550 
(gazetted status). 

300—500 


200 - 

175- 


-350 

-300 


We recognise the justice of the demand for equality of remuneration for 
posts requiring similar minimum qualifications and involving similar duties 
and would insist that a greater degree of uniformity should be main¬ 
tained between diSerent branches of the I. & B. Department as w'ell as- 
with staff possessing similar qualifications and doing similar work in 
other departments. But we are unable to accept the B.B.C. parallel 
as affording us any safe guidance. As regards parity claimed with the 
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Gi;vil Aviation Department, we have, when dealing with that department, 
givjen our reasons for not adopting its scales as a standard for other 
departments. Consistently with the standards we have prescribed for 
the higltest posts in the civil services, we are unable to recommend a 
higher scale of remuneration for the post‘of Director General than what 
we have suggested for heads of departments generally. In view of the 
large organisation he controls, the scale should be equated with that of 
the heads of the biggest departments i.e., 1,800—2,000. The post of Chief 
Engineer, A.I.E., is no doubt a highly technical post. The Chief Engi¬ 
neer is in charge of the installations and maintenance of the transmitters. 

It is doubtful whether his charge can be equated to that of the Chief 
Engineer Telegraphs or Eailways. As the Director General himself is 
at best on the level of a head of a department, the Chief Engineer A.I.E. 
can only be deemed to be a junior administrative post to which we 
have assigned a sc'ale of Es. 1,300—1,600. In view of the high technical 
qualifications required to be possessed and the non-ayailability of hi^er 
prospects, if it is considered necessary to raise the scale further, it may 
be extended to Es. 1,700. Posts of Deputy Director General may be on 
a scale of Es. 1,000—1,400 (the scale assigned to Deputy 'Postmaster 
General) even if as at present some of them are held only on a tenure 
basis. The Engineer in charge of high power transmitters and Eesearch 
Engineers may be on a scale of Es. 800—1,150 in the senior Class I 
scale while station engineers and Assistant Eesearch Engineers may be 
on Scale of Es. 410—850 (Junior Scale oi Class I). Asstt. Station Engineers 
may be on the Class II scale of Es. 350—650. Assistant Engineers who 
are at present designated Class III may be placed in Class II on the scale 
of Es. 300—560. Posts of Station Directors should, in view of their 
administrative responsibility, be placed' on the senior scale of Class I— 
Es. 600—1,150, with the special pay as at'present for the four larger 
charges. As D.Ds.G. Posts are held on a tenure basis and there are no 
junior administrative posts as such available to the service, a selection 
grade may also be allowed, i.e., Es. 1,200—50—1,400 as against the 
combined scale Es. 1,000—1,7.50 with the special pay proposed by the 
D.G. Posts of Asstt. Station Directors, Listener Eesearch Officers, Direc¬ 
tor of Programmes, may continue as Class II posts but on the scale of 
Es. 400—25—500—30—710. Programme Executives and Supervisors may 
be on the scale of Es. 350—25—500—30—650 and Prograjnme Assistants 
on the Class III scale of Es. 250—15—340—20—400 with a selection 
grade of Es. 400—20—500. For Technical Assistants and Transmission 
Assistants the scale may be Es. 200—10—330. The same scale may be 
also applied to Sub-Editors, Translators, Announcers, etc. For mecha¬ 
nics a scale of Es. 75—150 with a senior grade of Es. 100—185 should be 
adequate. 

In tegard to the posts in the Central N,ews Organisation the scale of 
Es. 1,300—1,600 which is midway between that of the D.P.I.O. and the 
P.T.O. would be adequate for the Director, while the Deputy Director 
may be on the same scale as the D.P.I.O., i.e., Es. 1,(W0—1,,300. News 
Editors and equivalent posts may be on the senior “scale of Class I 
(Ifire Information Officers) with a pay of Es. 600—40—1,000 with a 
special pav of Es. 100 for the Chief Editor;• while posts of Monitoring 
Officers, News Eeportera, Assistant News Editors may as at present 
remain in Class IT but on the scale Es. 350—^25—500—30-—620. The 
present scale of Es. 300—20—500 "should be adequate for Sub-Editors 
and Journalists. 
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Publications Division .—This Branch which works under a Director is 
mainly concerned with external publicity. It h 9 ,s a number of Deputy 
Directors, Editors, Production Officers, Artists and other expert staff. 
The pay scales which have been fixed on an ad'hoc basis vary consider¬ 
ably taking note of existing conditions as welt- as the terms required to 
attract the specialist recruits. Its main function is the production of 
magazines and pamphlets designed to project India to foreign countries 
and vice versa. Among the special branches are the Afghan, Persian, 
Arabic, Urdu, Hindi, Tibetan and Russian Sections. The posts in this 
Division are at present imclassified. Deputy Directors draw salaries 
ranging from Rs. 1,500—1,600 to Rs. 1,650—1,700; Editors Rs. 700—1,000 
to 1,200—1,400; special journalist officers Rs. 700 to 800. Assistant 
Editors, Assistant Production Officers^ Lay Out Experts, etc. on scales' 
ranging from Rs. 500—600 to 800—1,000. Among the non-gazetted 
tec^ical staff are journalists on scales ranging from Rs. 200—250 to 600, 
Research Assistants on Rs. 200 to 300 and Translator “Writers on scales 
ranging from Rs. 250—325 to 500—700. 

We do not make any specific recommendation regarding the scales of 
pay of these categories as the organisation is at present presumably on 
a temporary basis; but if any part of it is to be placed on a permanent 
footing we recommend that the scales of pay for the staff, editorial, 
subordinate technical and ministerial should be fixed in the light of the 
suggestion we have made as regards the other two wings of the I. & B. 
Department in the preceding paragraphs. 

11. We consider that the revisions above recommended would reduce 
the disparity between the A.I.R. staff and similar staff in other branches 
of I. & B. as well as personnel in other departments. 

12. The staff of the A.I.R. complained to us that they had to work 
very long hours on account of inadequacy of staff and that a consider¬ 
able number of technical assistants and Assistant Engineers were kept on a 
temporary basis though permanent vacancies existed in which they could 
be confirmed. The Director General whom we questioned on this point 
explained that only posts which had been created before the war could 
be made permanent, while those created during the war had to remain 
temporary till Government could make a proper review of their number. 
He himself felt no doubt that most of the posts would have to be made 
permanent unless the broadcasting services were to be ruthlessly curtailed 
in future. He sympathised with the grievance of the. staff hut attribut¬ 
ed the cause of it to the reservation of 70 per cent, of vacancies for 
war service candidates and he put in a strong plea for preference for 
deserving departmental candidates in the filling up of these vacancies as 
against throwing them open to competition for outsiders, since during a 
very strenuous period during the war the staff had carried on efficiently 
and loyally. 


L.—COMMERCE DEPARTMENT 

The main subjects handled by the Commerce Department are Trade, 
internal and ^foreign (including trade representation abroad); Control of 
Imports and Exports; Commercial Intelligence and Statistics; Trade 
Agreements and Commercial Treaties; Tariff preferences; International 
Conventions; Company Law; Trade Marks; Insurance; Accountancy 
Board; Maritime Shipping and Navigation and Light Houses. Some tem- 
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jporary subjects handled during the war and as a sequel thereof 
Control of Enemy Trading and Property, War . Risk Insurance and 
matters dealing with U.N.R.E.A. and Reparations. The following offices 
and services are under the administrative control of the Commerce Depart¬ 
ment:— 

(1) Office of the Economic Adviser to the Government' of India, 

New Delhi. 

(2) The Administrative Inteiligence Office, New I.ir‘lhi. 

f3) The Office of the Director of Commercial Intelligence, Calcutta. 

(4) The Office of the Chief Controller of ImpoTts, New Delhi with 
subordinate offices of Controllers located at Bombay, Cal- 
.cutta. Madras an.l R&iaehi. 

(5j The Office of the Chief Controller of Export-., New Delhi, with 
subordinate (.dices located at Bombay, Calcutta, Madras, 
Karachi and Peshawar. 

i(6) The Indian Tariff Board. 

{7) The Office of the Superintendent of Insurance. 

(8) The Office of the Controller of Indian Shipping, Bombay. 

-^9) Mercantile Marine Department—Offices located, at Bombay, 
Karachi, Madras, Calcutta and Chittagong. 

(10) The Office of the Shipping Master, Calcutta. 

(11) Directorate of Seamen’s Welfare, New Delhi. 

(12) I.M.M.T.S. DuSerin, Bombay. 

(13) Office of the Registrar of Trade Marks, Bombay and Calcutta. 

(14) Office of the Superintendent of Light Houses with branches. 

(15) Office of the High Commissioner for India, London. 

(16) . Offices of the Indian Trade Commissioners. 

(17) The Indian Accountancy Board. 

(18) The Indian Tea Licensing Board. 

Many of , these organisations are permanent while a number are still tem¬ 
porary, some being a continuation of wartime controls. They contain 
different grades of administrative, advisory, technical and specialist staS, 
besides the usual types of ministerial and lower grade office staff. 

2, The Commerce Department Secretariat includes the usual type of 
posts and our recommendations in regard to the staff of Secretariat in 
general will apply to the staff of this department as well. Some of the 
offices referred to in the previous paragraph are closely connected with the 
Secretariat of the Commerce Department. The Heads of some branches,, 
for example, the Economic Adviser, are required to be in close touch with 
the Secretary and the Member and in the past, we understand, enjoyed 
§x-officio Secretariat status. During the war similar ex-officio status 
was, we understand, also given to the Chief Controllers of Imports and 
Exports in order to facilitate administration and to enable them to perform 
some of the Secretariat functions in dealing with subjects allotted to 
them. For one reason or other, because of the close connection of these 
Officers with the Secretariat proper, the status of an attached office was 
conferred on these offices and the office staff thus became eligible for 
special rates of pay as compared with members of other executive .offices 
at Government headquarters. Having regard to our geperal recommen- 
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dation that it would be desirable to separate offices of executive heads 
or advisers from the Secretariat proper, we consider that the position 
regarding ministerial and lower grade staff of the different offices' under 
the Commerce Department must be examined with a view to differen¬ 
tiating between (a) the Secretariat proper, (b) Offices of Heads of 
Departments or other executive or advisory heads working directly under 
the Government of India and (c) other departmental offices, so as to apply 
the appropriate recommendations regarding pay scales for these categories. 

3. The Office of the Economic Adviser is one of the most important 
branches under the Commerce Department. Closely connected with this 
office are the offices of the Administrative Intelligence Hoorn and the 
Director of Commercial Intelligence, Calcutta. The main categories of 
technical posts in this group of offices are:— 


I — 

Economio Adviser 
Deputy Economic Adviser 
Statistician 
Chief Rwearch OfiScer 
D^uty Statistician . 


B?. 

3,500 (Personal to the last incumbent). 
1,500—2,600 
760—1,500 
600 1,000 
600—1,000 


Director, Administrative Intelligence 
Boom. 

Assistant Director, Administrative In¬ 
telligence Boom. 

Director of Commercial Intelligence 

Director of Statistics 

■Clot* //— 

Statistical Besearch Officers 

Technical Officers, Intelligence . 

Assistant Directors Commercial Intelli¬ 
gence. 

Clatf III — 

Investigators ..... 

Superintendents— 

Stati.stical & Economic . 

Technical As-sistants (Intelligence Boom) 

Mechanics (Intelligence Room) . 


1,230 (personal to present incuinbent)> 
800—1,000 


1,000—1,600 

800—1.200 


350—760 

300—500 

600—750 


200—20—400 

400—20—500 

150—300 

60-80 

50—1—60 


We understand that the terms and pay of all these posts were fixed or 
revised during the war period, when there was keen competition for the 
services of persons with qualifications of economists or statisticians. At 
one time, the terms varied considerably for individuals employed in 
diSerent departments but in July 1945 the Finance Department, in con¬ 
sultation with the Commerce Department, decided to adopt uniform 
rates of pay for the various grades of economists and statisticians em¬ 
ployed in the different departments of Government subject to the condi¬ 
tion that recruitment to the posts should in future be made through the 
Federal Public Service Commission. The scales of pay then fixed were 
as follows:— 

Bb. 


Economic Investigator . . 

Research Officers .... 
Chief Research Officer and Deputy 
to the tlepartniental Economist or 
Statistician. 


200—20—400 

360—20—760 

640^1,000 

750—50—1,600 
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Having regard to the fact that the above rates were fixed taking note of 
the prevailing conditions, we consider that the fnllowing scales of pay 
would be re^pnabie and would be in keeping with the general scales of 


pny w;e have prescribed:— 

CloMl— 


Deputy Economio Adviser . . . , 

Statistician to Economic Adviser 
Director of Commercial Intelligence 

Director of Statistics 

Director of Intelligenoe Room . 

Chief Research Officer 

Assistant Director, Int^genoe Room 


Bs. 

1,300—1,800 (same as Deputy Secrets- 
ry>. 

800—1,400 (the class I senior scale as 
extsndsd in certain other esses where 
prospects of promotion are lipaited.) 

800—1,1S0 (Senior scale of Class It- 
600—40—1.000 


CIms II — 

Research Offioers . * . . 360—23—600—30—800 

Technical Officers , . . . 300—26—600 


Economic A StatLsticcd— 

Investigstore' Techni<^ Assistants, 
etc. aeoording to importiuioe of the 
charge— 

Grade II . ... . 160—10—330 

Grade I . . . . 260-10^300—15^*60—25/2—600 

4. 0ffice$ of the Chief Controllers of Imports and Exports .—^These two- 
offices are at present on a temporary .basis. The, question of continuance- 
of war time controls is, we understand, under the consideration of Gov¬ 
ernment. We nevertheless deal with the staff of these two offices beqause- 
we imagine that even after the lifting of certain of the war time controls 
it may- be necessary to retain some of the agencies that are now employedl 
tor the purpose of licensing imports and exports. Subordinate offices 
under the Chief Controller of Imports function at Bombay, Calcutta, 
Madras and Karachi, while branches of the Export Control Office exist ii> 
addition to the above places at Peshawar also. The mam- categories ot 
posts are:— 


Class I — 


Chief Controllers of Imports and Ex¬ 
ports. 

Deputy Chief Controller 
Assistant Chief Controller . 


Pay fixed with reference to incumbency. 

Do. 

Do. 

and when not a service incumbent Rs. 
760—26—900. 


Class II — 

Executive Offioers or Administrative When pay is not fixed with reference to • 
Officers. the incumbency different grades. 

Rs. 

660—36—756 

600—26—600 

400—20—600 

360—25—600 

The scales of pay of the ministerial and lower grade staff in these offioeA 
vary from station to station except that the staff at Headquarters undeir 
the Chief Controllers at present draw the scales of pay for attached 
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‘ofl&oes. We recommend that the scales of pay for the staff in departmental 
•offices should he in line with the scales of pay for similar staff in the 
■Customs Department, while the staff of offices under the Chief Controller' 
-at Delhi may he dealt with on the lines of our recommendations regard¬ 
ing staff of offices of Heads of Departments directly working under the 
•government of India. In regard to the higher categories of staff, we 
-consider that it would he proper to maintain parity in the matter of remu¬ 
neration between the Chief Controller and Collector of Customs. The 
Deputy Chief Controller and Assistant Chief Controller may be on scales 
-of pay equivalent to the senior scale and junior scale of the Customs 
Service Class I, while Executive Officers, Administrative Officers and 
Licensing Officers may, according to the importance of the chargCj ^ bo 
■fixed on scales siinilar to what we have recommended for Principal 
Appraisers and Appraisers., 

5. Tariff Board .—The following are the scales of pay for the time 
ffieing of the superior personnel in the office of the Indian Tariff Board;— 


Claul— 


President 

Members 

Deputy Secretary 

• 

Rs. 

. 5,000 

. 3,000 (Member Secy. 3,260). 

. 1,500—1,700 

‘Clou II— 



Administrative Officer 
-Technical Adviser . 

, , 

. 600—600 
. 1,600 & 700. 

Claes III— 



Statistical & Economic Assistants 
Reporters .... 

Computors 

200—20—400 

300 20—600 
. 80—120 


In regard to the Chairman and Members we make no recommendations 
as the organisation is not permanent and the pay of existing incumbents 
dias presumably been fixed on personal grounds. The pay of Statistical 
or Economic Assistants may be fixed on the same lines as pay for similar 
staff of the office of the Economic Adviser. For ministerial staff our 
general recqmmendations regarding departmental offices working directly 
■under the Government of India will apply. The reporters have been 
iplaced on a scale higher than the scale for stenographers in the Secre¬ 
tariat perhaps for the reason that their employment is temporary. If 
they are to be treated as permanent, their pay must be brought into line 
with the scales we have recommended for the Secretariat stenographers. 

6. Office of the Controller of Indian Shipping .—The main posts are: — 


'Controller 
Deputy Controller 
Assistant Controller . 
Accounts Officer 


Rs. 

3,000 

2,000 

760—900 

1,600 


Beyond suggesting that pay for these Class I posts should be scaled down 
■having regard to the ceiling salaries which we have recommended for 
<3ivil Service posts generally, we have no specific suggestion to make. 
The ministerial staff may be dealt with on the same lines as we have 
•recommended in the case of the staff of the Customs Department in the 
Port- of Bombay. 
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7. Office of the Registrar of Trade Marks, Bombay .—Tlie office of thee 
Begistrar was set up undei? the Trade Marks Act, 1940. The Registrar- 
exercises certain powers under the Act and has a branch registry at Cal¬ 
cutta. The main posts in the department and their pay with tha pro¬ 
posals of the Ee^strar for revising the scales are indicated below:— 

Existing Pay Proposals - of 

the Registrar 

Rs. Rs. 

Clast I — 

Registrar ..... 1,250—1,760 - 3,000 

Deputy Begistrar .... 900—40—1,300 2,000 

Class II— 

Assistant Registrar .... 740—960 1,000 

Examiners . . . . . 260—700 450—860 

Assistant Examiners.... 160—400 200—600 

The offices at Bombay and Calcutta have the usual categories of minis¬ 
terial and lower grade posts regarding which we suggest that the general 
recommendations which we have made in the case of departmental offices 
should, apply. The Registrar who rephed to our questionnaire has made 
certain proposals regarding an upward revision of the scales of pay which 
we have indicated above. He has proposed an increase in the case of 
the Registrar, Deputy Registrar tmd Assistant Registrar on the basis that 
high legal qualifications are required and he has compared the work 
performed by him to that of a Judge of a High Court or of the Chairman 
of the Income-tax AppeUate Tribunal. So far as we can draw any infep« 
ence from the existing scales of pay it seems to us difficult.to aceept this 
comparison and we have no reason to think that the importance of the 
post was not properly appraised when the existing pay scales were fixed-. 
The Registrar has also asked for an increase in the pay of Examiners on 
the ground that the Examiners of Trade Marks are required ■ to possess 
higher qualifications than Examiners of Patents and has suggested that 
the pay of Assistant Examiners should be higher than that of Assistaaits 
in the Secretariat'on the new scales. We consider that the Registrar 
may appropriately be equated with a Head of a smaller Department 
and be given a time scale of Rs. 1,300—60—1,600, while the 
Deputy Registrar may be on the scale of Rs. 800—40—1,000—50—^1,300' 
which is the senior scale of Class I as applied to certain technical 
appointments. Assistant Registrars may be in the Class I Junior scale ' 
and Examiners in the Class H scale of Rs. 250 (Prob.)—^275—710. 
Assistant Examiners may be as at present on the same scale as Technical 
oir Scientific Assistants i.e., Es. 160—10—330 with a percentage of 
appointments on a higher grade of Es. 250—500. 

8. Light House Department .—^The Light House Department which 
includes the Light House Workshop at Bangalore is under the control of 
the Engineer-in-Ohief, a Class I Officer, whose pay is Es. 1,700—2,000’ 
(old) and Rs. 1,200—1,700 (new). Below him are— 

Engineer (Class I) '. . . . . . . Rs. 1,000—1,600 (Old) 

and Inspector . . . . . . . . Rs. 760—1,160 (New) 

Engineering Supervisor (Class II) . . . . Rs. 300-—600 

The Light House establishment includes the staff of light vessels ‘Sindhi’ 
at Karachi and ‘Thibaw’ at Calcutta and Light Houses at Cape Monze 
(Karachi), Madras, Calcutta, Bombay, the workshop establishment a# 
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-Bangalore and the Light Houses and light ships of the Eangocm Distriei 
■which are also worked by the Government of India on behalf of the 
-Burma Government. The main categories of posts sire:— 

Masters . . . . . . . . Ra. 125—175 

Rs.‘90—100 

Mates ......... Rs. 85—125 

Ra. 50—60 
Rs. 150—200 

Serangs, Tindals, Lamp Trimmers, etc. . . . Various scales ranging 

from Rs. 21 to Ra. 65. 

Head Light Keepers ....... Rs. 100—150 (Old) 

Ra. 85—^125 (New) 

Assistant Light Keepers ...... Rs. 60—110 (Old) 

Rs. 55—76 (New) 

Store Keeper . . . . . . . . Rs. 60—135 

Mechanic ......... Ra. 150—300 (Old) 

Junior Mechanic ....... Ra. 60—120 

The inferior staff are on rates of pay ranging from Es. 11 to 80. Having 
regard to the recommendations we have made about the ceiling for Civil 
Servants’ salaries we cannot recommend a higher scale than Es. 1,300— 
1,600 for the Eng^neer-in-Chief. The posts of Engineer and Inspector 
may be on the senior scale of Class I, i.e., Es. 6(X)—1,150, while Engi- 
netering Supervisor may be on the Class H scale of Es. 275—710. For 
the technical establishment such as Masters and Mates of light vessels. 
Head Light Keepers and Assistant Light Keepers we recommend that the 
scale may be fixed according to the responsibilities and other conditions 
•of work in on^ of the following grades:—Es. 160—10—250; Es. 100—5— 
126—6—185; Es. 80—4—120—5—150. For the lower categories of 
technical staff and categories now designated as inferior, the scales of 
Es. 60—3/2—75; Es. 40—60; Es. 35—and Es. 30—85 may be applied 
according, to nature of duties and responsibilities. For the Mechanic the 
Scale of Es. 150—300 and for the Junior Mechanic the scale of Es. 60—150 
should be adequate. 

9. The Mercantile Marine .Department is an important organisation 
under the Commerce Department. It has offices at Bombay, Calcutta, 
Madras, Karachi and Chittagong. The organisation included the offices 6f 
the Shipping Masters at Bombay and Calcutta as well as the Bengal Pilot 
■Ser^ce, control of which has recently been transferred to the Transport 
Department. The principal posts are:— 

Glass I — 

Principal OflScer, Engineer and Ship Survejrora and \The posts are at present 
Nautical Officer. V reserved for the offi- 

J oers of the R.I.N. 

Shipping Masters.Rs. 1,000—6(^—1,250 

Ship Surveyors.Rs. 625—1,375 

Glass II — 

Wireless Telegraphy Inspectors . . . . Rs. 240—600 

Deputy Shipping Master . . . . . . Rs. 500—750 

Assistant Shipping Master . . . .. . Rs. 200—300+S.P. 

Rs. 40 

Tn the case of the main Class I posts we are unable to make any specific 
■recommendations as we have no information regarding the scales prevail¬ 
ing in the Mercantile Marine. We however understand that the present 
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scales have been fixed for recruits obtained through the on consoli¬ 

dated rates of pay which'bear some relation to the scaleb prevalent in 
these services. The Class II appointments may be fitted into appro¬ 
priate ranges in the scale which we have recommended for Classes II 
and in. 

10. Two other organisations connected with shipping which are under 
the control of the Commerce Department are the Directorate of Seamen’s 
Welfare with offices at ports and the office of the Indian Mercantile 
Marine Training Ship “Dufferin” at Bombay. The main posts in these 
offices are:—• 


Claes I — 

Captain Superintendent ....... Ks. 1,.500 

Chief Officer.Rs. 700—1,100 

Chief Engineer ....... Rs. 760—1,200 

Headmasters . . . . . . . . Rs. 1,000—1,260 

Deputy Director of Ssamen’s Welfare . . _ . Rs. 1,250—1,600 

Frinoipal Seamen’s Welfare -Officer .... Rs. 1,000—1,260 

Claes II— 

2|id Officer and 2nd Engineer Dufferin . . Rs. 626—700 

3rd Officer ........ Rs. 400—676 

Seamen’s Welfare Officer ..... Rs. 750—1,000 


The pay scales of the I.M.M.T.S. staff have apparently been fixed witii 
reference to the scales of the Mercantile Marine. We do not make any 
specific recommendations except to suggest that within the approximate 
range of the present scales they may be fitted into the relevant Claae I 
or Class II scale which we have proposed. The Directorate of Seamen’s 
Welfare is a war time creation and its pay scales were fixed on that 
basis. Having regard to the general recommendations we have made for 
Civil Service salaries a scale of Es. 1,000—1,300 would be approjpriate 
for the Deputy Director of Welfare, while posts of Assistant Director atid 
Principal- Welfare Officer may be on the range of Ks. 800—1,160, i.e. 
senior scale of Class I, while Seamen’s Welfare Officer may be on the 
Class II scale of Es. 560—800. In regard to the subordinate staff of the 
above organisations, both ministerial and the category now designated as 
inferior, our general recommendations regarding pay scales for such cate¬ 
gories in departmental offices will apply. _ 

11. Office of the Superintendent of Insurance .—The main posts are: — 

Class 7—< 

Superintendent of Inauranoe. Rs. 2,500 fixed for 

the existing Inoute- 
bent. 

Assistant Superintendent ...... Rs. 760—1,000 -I- 

260 teehnioal pay 
for F.I.A.8. 

Class II— 


Superintendent ........ Rs, 400—600 

Class III— 

Inspector of Provident Fund Sooietiee . . . . Rs. 

Assistants . . . . . . . . Rs. 140-^00 
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.The pay .of previous Superintendents of Insurance was fixed with referenc® 
to their personal qualifications and on an ad hoc basis. In view of the- 
technical knowledge of actuarial science and extensive practical experience 
of the insurance line required we recommend that the post of Superintendent 
should be placed on a level with that of other heads of scientific departments. 
The work is of a responsible nature and we recognise that qualifications of 
the type required are in short supply. The scale of Es. 1,600—1,800 would* 
be appropriate. Assistant Superintendents of Insurance may be placed on* 
the senior scale of Glass I, the initial start being made higher if necessary 
on the basis of age and qualifications as in the case of certain technical 
services. The scale of pay may also when necessary be extended to 
Es. 1,300 so as to retain the services of persons with qualifications of a typja 
which are in short supply. In regard to the ministerial staff, it was represent¬ 
ed to us that their main grievance was on account of the scales of pay being: 
fixed lower than that of Secretariat staff (on old scales). It was also urged 
that technical staff who are recruited at present on the same scale as Secre¬ 
tariat Assistants possess additional actuarial, accounting or legal qualifies^ 
tions and as such should be remunerated more liberally. The representatives 
of the staff who appeared before us gave statistics to show how staff with 
these qualifications had in the past drifted away from Government service 
to services of private firms or even to ministerial posts under Government, 
because the rates of pay offered by Government for technical men were toO’ 
low in comparison with what these qualifications commanded outside. They 
compared the scale of the Assistant with that of the Eesearch Officer in the 
office of the Economic Adviser which carries a scale of Es. 350—750. We 
cannot accept the analogy and consider that the scale which we have pres¬ 
cribed for Scientific Assistants generally, i.e., Es. 160—330 with a higher 
grade of Es. 250—500 should be adequate for the recruitment of men with 
technical qualifications and should also meet the cases of recruitment of 
specialists over the normal age. In regard to the other categories of minis¬ 
terial, staff, we see no reason to treat the staff of this office differently from 
the staff of other departmental offices under the direct control of the Govern¬ 
ment of India. 

12. Besides the above branches in India, the Commerce Department has* 
imder its control certain organisations which are located, outside India,, 
namely, the office of the High Commissioner for India, London, and the 
offices of the Indian Trade Commissioners at New York, Toranto, Buenos 
Aires, Paris, Alexandria, Mombasa, Teharan, Ceylon, Eangoon and Sydney. 
The main posts in the office of the High Commissioner are: — 

Olaaa I— 


High Commissioner . 
Deputy High Commissioner 


£3,000 

£1,800—2,000 


Secretary . . . . . 

Indian Trade Commissioner, U.K. 


I. C. S. senior scale 
or £1,250—1,700 
£1,800-^2,000 


Deputy Indian Trade Commissioner 
Establishment Officer 


I.C.S. senior scale. 
£700—860 


Glass II— 

Higher Executive Officer,. 
Executive Officer 
Higher Clerical Officer 
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The scales were fixed in relation to the I. C. S. scale when incumbents were 
drafted from the I. C. S. and with reference to the U. K. pay scales when 
recruitment was made in that coimtry from the personnel transferred from 
the India OflSce. Eecruitment of Indians has also been ihade in the U. K. 
on scales of pay as fixed for Treasury Offices. During the war and subse¬ 
quently, there has been a large expansion of various branches under the High 
Commissioner, dealing with procurement of stores and capital goods and 
educational activities. Ad hoc terms were fixed fear persons deputed from 
India. We understand that at present there is no uniformity in the matter 
of control and service terms allowed to representatives of India abroad; thus, 
some posts of High Commissioners in certain empire countries are under the 
control of the Commonwealth Delations Department while the Ambassadors 
to the U. S. A. and China are under the control of the External Affairs 
Department. It seems desirable .that there should be greater uniformity in 
respect of the terms allowed to India’s representatives abroad as well as for 
the staff of their offices. To what extent uniformity can be achieved will 
depend on the question whether office staff should be recruited locally or 
should, like the representatives and the higher officers, be sent out on 
deputation from India. This is a matter of policy which will no doubt come 
under the consideration of Government in due course, and we, therefore, 
refrain from making any specific suggestions regarding scales of pay. 

13. At present, posts of Trade Commissioners are borne on the Finance 
and Commerce Department “Pool” cadre though apparently due to non¬ 
availability of persons recruitment has been made from other sources. We 
were informed that these posts may in future be included in the Indian 
Foreign Service and on that basis we have made our recommendations in 
para. 64 of Part II. We have therein suggested that posts of Trade Commis¬ 
sioners may be placed, according to their importance, in the junior or'the 
senior time scale of the Foreign Service. It will be observed that we have 
recommended throughout a better scale of pay for the Indian Foreign 
Service than for the other Central Class I Services. In view of this fact, we 
consider that it would be desirable th.at recruitment to the Trade Commis¬ 
sioners’ cadre should-be made under conditions comparable with those which- 
would apply for recruitment to the Foreign Service. Our remarks in the 
preceding paragraph explain why we do not recommend any specific scales 
of pay for the staff of offices located outside India. 

M.—INDUSTEIES AND SUPPLIES DEPAETMENT. 

This Department deals with the organisation of Industries and procure¬ 
ment of'stores (excepting foodstuffs) for the Central Government, disposal of 
surplus and obsolete stores and salvage; production and distribution of coal; 
industrial statistics, inventions and designs; agencies for industrial research, 
industrial controls, including price control and control of civil supplies (and in 
particular textile control) administration and control of the India Stores 
Department, London and the Government Test House, Alipore, etc. On 
the abolition of the Planning Department, co-ordination of planning and 
scientific research has been added to the functions of this Department. The 
main executive organisations under the Department are the Directorate 
General of Industries and Supplies and the Directorate General of Disposals, 
each under a Director General. Under the latter t.e., the Director General 
(Disposals) there is a regional organisation under Eegional Commissioners. 
Under the former, besides the Inspection Wing and a number of Directorates 
dealing with particplar groups of commodities, there are also certain 
subsidiary organisations like the Government Test House, Calcutta. 
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The Offices of the Coal Coramissioner and the Chief Mining Engineer, 
the Iron and Steel Organisation, the Patent Office, - Calcutta and the 
Government Test House, Calcutta. In addition, two Services are 
temporarily under the administrative control of the Industries and 
Supplies Department, viz.: —(i) the Indian Ordnance Services dealing 
with the Ordnance Factories, which were placed under the control of the 
Supply Department during the war period and (ii) the State Eailway 
Colliery Services which deal with the State Eailways Coal Department. A 
main function of the Director General, Industries and Supplies is the 
procurement and^inspection of stores on behalf of Central Government 
Departments including the Defence Department. The nucleus of the organi¬ 
sation for procurement comprises the permanent cadres ofthe I. S. D. 
(Purchase Wing) and the Contracts Directorate. In the post-war organisa¬ 
tion, however, no military posts from the latter Directorate are retained and 
it is contemplated that a single civilian cadre will be permanently set up. 
The pre-war I. S. D. (Inspection Wing) which during the war was under the 
control of the War Department has also recently been retransferred to the- 

I. & S. Department. 

2. The Secretariat of the I. d 8. Department contains, besides the usual 
Secretariat posts, two adjuncts—the Planning Branch and the Directorate 
of Industrial Statistics. Our recommendation is that in respect of the non¬ 
technical i.e., Secretariat posts proper, the recommendations for similar 
categories in other Secretariat Departments should be followed. The main 
posts in the Planning Branch are: — 

Industrial Adviser Rs. 3,760 

Deputy Industrial Adviser ..... Bs. 1,200—1,600 

Asstt. Industrial Adviser ...... Rs. 600—900 

In the Office of the Director of Industrial Statistics are the following 
posts—• 

Director ......... Rs. 2,000 

Dy. Director ........ Rs. 760-r-l,600 

Amtt. Director ....... Rs. 600—1,000 

Research Officers ....... Rs. 350—760 

Ministerial staff appears to be on the scales for attached offices. The post 
of Industrial Adviser seems to carry a pay personal to its incumbent and 
in view of its being a temporary one to be filled by persons of wide experi¬ 
ence and high standing, it is not possible for us to make any specific recom¬ 
mendations. For other posts, the pay scales may be suitably fixed, having 
regard to the general scales we have recommended for posts of a similar 
type in other Departments. 

3. Directorates General of Industries and Supplies and Disposals 

There were serious anomalies in the remuneration of employees in the 
Directorates of the Supply Department due to the grant of ad hoc scales, 
but as the result of a recent reorganisation, a greater degree of uniformity 
has been introduced and the following are at present the main scales;— 

Class I — 

Director General ■ . . . ... . Rs. 3,000—126—3,600 

Deputy Director General ...... Rs. 2,600—100—3,000 

Director (including Dev. Officer and Dy. Regional Com- ► 

missioner) . . . . . . . . Rs. 1,600—76—1,960/ 

1,260—60—1,600— 

60—1,800. 


290 



M.-INDUSTRIES AND SUPPLIES DEPARTMENT 


Dy. Director (including Dy. Dev. Officer and Aastt. 

Regional Conunissioner) . . . Re. 760—36—926—60 

—1,276/1,600—76— 

1,800. 

Regional Commissioner (Disposals) .... Ad hoe scales ranging 

from 1,250—1,800 
to 2,600. 

Claas II— 

Assistant Director (including Aastt. Dev. Officer and Dy. 

Aastt. Regional Commissioner) .... Rs. 460—30—760 

Dy. Aastt. Director (including Deputy Aastt. Dev. Officer 
and Dy. Aastt. Regional Commissioner and Field 

Inapeotors) ........ Re. 360—26—460, 

The Department of Industries and Supplies in their reply to our questionnaire 
considered these basic scales adequate in present conditions except at the 
lower levels where they suggested a 25 per cent, of pay as compensatory 
allowance instead of the present 17^ per cent. War Allowance. In regard 
to the scales of pay for these posts, having regard to the ceiling limits which 
we have suggested for Civil Servants’ salaries, it may eventually be 
necessary if these posts continue on a permanent basis to equate the Director 
General with a Joint Secretary (Rs. 2,250), the Deputy Director General 
with the Head of a large Department (Rs. 1,800—2,000)* and the Directors 
wth Junior Administrative Grades (Rs. 1,300—1,600). Assistant and 
Deputy Directors will then fall into the junior suid senior scales of Class I 
with scales of Rs. 350—850 and 600—1,150 respectively, while Deputy 
Assistant Directors may be on the Class II scale—Rs. 300—620. The 
ministerial staff are remunerated as in other attached offices of the Govern¬ 
ment of India and in regard to them, the I. & S. Department and the 
Director (General who gave evidence before us have recommended the follow* 
ing rates: — 




Industries and 

Director 



Supplies 

Department 

Qeneral 

Clerks 


. Rs. 80—200 

Rs. 100—260 

Junior Assistants 


. Rs. 110—360 

j-Rs. 200—600 

Senior Assistants 


. Rs. 160—600 

Superintendents 


, Ra. 600—30'"~*<}50 

^ Rs. 600—800 


The Director General considered one clerical scale sufficient for which only 
graduates should be recruited. In regard to the ministerial staff and lower 
grade office staff, our general recommendations should apply for making a 
clean cut between the Secretariat and the Executive Office and for allowing 
the staff under the Directors General, the appropriate scales as for offices of 
heads of .departments under the Government of India. In regard to the 
subordinate technical staff, such as Computors, Draftsfnen, etc., and minis¬ 
terial staff ,in the office of Directors of Supplies, the scales of pay applicable 
should as far as possible be equated with those for similar categories of 
Central Government staff serving in subordinate departmental offices. 

4. As regards the Indian Ordnance Services and the Ordnance Factories 
which are only temporarily under the control of the Industries and Supplies 
Department, we have dealt with them in the section dealing with the 
Defence Department. .We however presume that the Inspection (Civil 

•Nora.—Mr. Vadilal thinks that the D.D.O.’s post should bo on Rs. 1,600—1,800. 
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Wing) which was retransferred to the Industries and Supphes Department 
will remain a permanent Civilian Service, under the Director General Indus¬ 
tries and Supplies and have accordingly dealt with it here. The naain posts 
in this iwing are:— 

Director.Ra. 2,250—2,760 (old); 

Bs. 1,700 (new) 

Deputy Director ....... Various scales 

Controller . . . . . ‘ . . Rs. 1,600—76—1,960 (old) 

Rs. 1,300 (new) 

Assistant Director ....... Bs. 1,200—1,600 

Assistant Controller ....... Rs. 960—1,200 (old) 

Bs. 740—960 (new) 

Inspector of Stores . . . . . . Bs. 500—760 (old) 

Rs. 350—500 (new) 

Examiners of Stores . . . . . . f Bs. 150—500 (old) 

and Chemical Asstts. . . . . . . \ Rs. 150—400 (new) 

Assistant Examiners ...... Rs. 90—120 

f Various scales ranging 
from— 

Head Draftsmen and Draftsmen . . i Rs. 300—20—400 (old) 

Rs. 250—350 (hew) 
to Rs. 95—120 (old) 

Rs. 80—100 (new) 

Tracers.Rs. 45—75 (old) 

Rs. 40—70 (new) 

Office, ministerial and lower grade staff are on various scales of pay. We 
recommend that the scales of pay for gazetted officers may be fixed on the 
lines of our recommendations in the previous para, relating to the. Directorate 
General, Industries and Supplies.* Por ministerial and other lower staff, 
the scales of pay should be on the basis we have recommended for comparable 
•staff in subordinate departmental offices. For draftsmen and tracers, a suit¬ 
able indication is given in the section dealing with the Central Public Works 
Department. 

5. The State Railways Coal Department .—^The main categories of 
;gazetted posts in this Department are: — 

Chief Mining Engineer. Rs, 2,750—3,000 (old) 

• Bs. 2,250 (new). 

Superintendent of Collieries ..... Rs. 2,200—2,600 


Coal Superintendent . 

Assistant Coal Superintendent— 

• 

. Rs. 1,600—1,800 (old) 
Rs. 1,200 (new) 

Grade I .... 


. Rs. 800—960 

Rs. 760: 860: 960 

Grade II ... 


. Ra. 660—700 

Rs. 360—600 

Colliery Manager 

• 

. Rs. 900—1,250 

Rs. 750: 850: 950 

Asstt. Colliery Manager 

• 

Rs, 350—800 

Rs. 260—600 


Electrical and Mechanical Engineer, District Mining 
Engineer 


TRs. 800—1,160 
1^Ra. 760: 860: 950 


•Notk. —Mr. Rao considers the Director of Inspection should bo on Rs. 1,600—1,800> 
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Asstt. Electrical Engineer 

Asatt. Superintendent of 
Manager. 


.Ks. 350—800 (old) 

Rs. 259- 600 (new) 

CoDieries and Asatt. Collieries f Variou8%ra<ie8 ranging 

■< from—• 

! Rs. 350—600 to 1,260— 
1,600. 


The subordinate technical posts include— 

Surveyors and Asatt. Surveyors Grades from Ra. 65—-120 to Ra. 130— 

200 

Head Surveyor ........ Rs- 210—300 

Overmen ..... Grades from Ra. 50—100 to 210 

300 


Fitters, Mechanics and Engine Wright Grades from Ra. 60—100 to Rs. 400 

Power House and Workshop \ Grades from Rs. 30—75 and Rs. 150 

From Firemen to Foremen J —^4^30 

The Chief Mining Engineer has suggested that ■the pay scales of higeh posts 
should be increased to bring them in line ■with the emoluments of corres¬ 
ponding officers in neighbouring private mines. A representative of the 
State Eailway Coal Workers’ Union gave evidence before us. He pleaded 
that notwithstanding the appointment of the Coal Mines Wages Commission, 
the Pay Commission should deal with conditions of service of Colliery Labour 
in State Eailway Collieries, as the Bail ways are the biggest single employer 
of such labour. His main complaint was against the system of employing 
contractors’ labour and he stressed the fact that due to malpractices such 
labour failed to get an adequate living wage. He asked for departmental 
working of mines with a minimum of Es. 50 per mensem and additional 
piece-work payment of Es. 1-8-0 per tub of coal. In view of the whole field 
of Colliery labour being under investigation by a special committee, we 
refrain from dealing with the same subject. We recommend that existing 
posts of officers be brought into level with the other Class I or Class II posts 
in the Eailways and the scales of pay for ministerial and subordinate staff 
be fixed on a par with those of similar staff in the Eailway Workshop. 

6. The Office of the Coal Commissioner is imder the control of the 
Industries and Supplies Department. Set up during the war, when a crisis 
regarding coal’production threatened the country the main functions of the 
Branch were to apply the Colliery Control Order, administer the Coal 
Production Fund, concert measures for the enhanced production and proper 
distribution of coal, grading of coal and to arrange for colliery labour and 
supply of machinery, etc. The main posts in the organisation are; — 


Coal Commissioner 
Deputy Commissioner. 

Chief Gonfibustion Engineer 
Combustion Engineer 
Asstt. Combustion Engineer 
Asstt. Commissioner . 


Regional Controller 
Asstt. Regional Controller . 

Fuel Inspectors—From 

Technical Assistants . 

Coal Inspectors, Loading Inspectors 
Sampling Supervisors 


Rs. 3;750 

Ad hoc scales or Rs. 1,950 
Ra. 1,600 
Rs. 700 
Rs. 600—700 
Various scales from 
Rs. 800 to Rs. 660 
—1,300 

Rs. 1,600—1,800 
Rs. 350—600 
Ra. 260—300 to 300- 
600 

Rs. 200—260 
Rs. 120—200 
Rs. 360—460 
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We consider that the gazetted posts should be brought into line with our 
recommendations for comparable posts in the Eailway Colliery Service, 
having due regard to the ceiling limits on salaries which we have suggested. 
For subordinate ministerial staff, the scales suggested by us for subordinate 
departmental ofi&ces would be appropriate. 

7. In the Office of the Iron Steel Controller, the post of Controller is 
on nominal pay and the pay of Deputy Controllers, Directors and Price 
and Accounts Officers has been fixed on ad hoc rates. Most of the posts 
of Deputy Assistant Controllers, Assistant Accounts Officers, etc., are on 
scales ranging from Es. 350—450 to 450—750 while Assistant Controllers 
are on Es. 750-^1,275. In as much as the organisation is temporary, we 
make no recommendations beyond suggesting that when making new 
appointments, the pay scales should not exceed the pay we have recom¬ 
mended for comparable posts in other Directorates of the Industries and 
Supplies Department. 

8. The Patent Office. —The main categories of posts are: — 

Controller ol Patents and Designs .... Rs. 1,000—-1,600 

Rs. 1,200 


Deputy Controllers ....... Rs. 900—1,100 

Examiners ........ Rs. 300—-800 

Rs. 260—750 

Assistant Examiners . . . . Rs. 150—400 

We recommend that the Controller and the Deputy Controller may be 
placed on the scale of Es. 1,000—50—1,400 and Es. 600--1,000 respectively. 
For the Class II posts of Examiners, the Class II scam of Es. 275—710 
which we have recommended for Examiners of Trade Marks would be 
appropriate. Assistant Examiners may be on the scale of Technical 
Assistants viz.: —Es. 160—330 with a few selection posts on Es. 250—500. 
The ministerial and lower staff may be on the same scales as suggested 
by us for siihilar departmental offices. 

9. Textile Commissioner. —This organisation, set up during the war 
period, administers the Cotton Cloth and Yam Control order and other 
matters relating to the cotton textile industry. The main posts in this 
office which has its headquarters at Bombay are;—. 


Textile Commissioner 
Joint Textile Comnr issioner. 
Directors . . . . 

Deputy Directors Class I 
Assistant Directors, Class II 
Technical Assistants— ■ 
Grade I 
Grade II . 


Rs. 2,600—200— 3,000 
Rs. 1,500—76—1,960 
Rs. 1,250—1,800 
Rs. 750—1,275 
Rs. 450—750 

Rs. 150—200 
Rs. 250—360 


Many of these posts had at first scales fixed on ad hoc considerations but 
they all are now on a par with posts in the Supply Directorates. Our 
recommendations in the case of the staff of the Directorate General 
Industries & Supplies would be appropriate for this office as 
well, the Textile Commisaioner being equated with the Deputy Director 
General. The subordinate and lower staff may be on the scales suggested 
by us for subordinate departmental offices. 
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10. The Oovernment Test House, 
office are those of:— 

Calcutta. —The main posts in the 

Olasa I 


Director ..... 

. Rs. 1,250—1,750 (old) 

Rs. 1,300 (Revised) 

Deputy Director . . 

. Rs. 950—50—1,200 (old) 

Rs. 740—950 (Revised) 

'Class II 


Assistant Director .... 

. Rs. 500—750 (old) 

Rs. 350—700 (Revised) 


The subordinate Technical staS include Physical and Chemical Assistants 
—Eb. 160—500 (old) and Es. 150—400 (Eevised) and Foreman Es. 150— 
300 (old) and Es. 125—225 (Eevised); Operators Es. 60—100 (old) and 
Es. 55—^5 (Eevised) and Mistries Es. 40—60. The Technical Assistants in 
the Test House, in their evidence before us, demanded that there should be 
a single gazetted service combining Class I and Class II and that they 
should be given a scale of Es. 200—600. They complained that better 
terms were offered in other Institutions such as the C.S.I.E. and the 
Ordnance Factories for persons with similar qualifications and there were 
not enough opportunities for promotion in their cadre. The Director 
General, Industries and Supplies in his evidence before us urged that first 
rate scientists ought to be paid on the same scales as technical officers but 
cautioned against any general application of these scales when work done 
was not of the higher scientific type. He stated that the work for instance, 
done in the Test House was in the nature of routine laboratory tests and 
not in the nature of higher research work. In regard to the superior posts, 
having regard to the scales suggested for administrative and technical 
services, our recommendation is that the posts of Director and Deputy 
Director should be placed respectively on the Junior Administrative Grads 
(Es. 1,300—1,600) and senior scale of Class I (Es. 600—1,150). Assistant 
Directors may be on the Class II scale (Es. 400—800). For technical 
Assistants, as in the case of Scientific Laboratories, the scale of Es. 160— 
330 with a higher grade of Es. 250—500 should be adequate. Ministerial 
and lower grade staff may be on the same scales as for subordinate depart¬ 
mental offices. We have no information as to the nature of the duties of 
Foremen, Operators and Mistries in the Test House, or as to their quali¬ 
fications. It would probably be right to fit the foremen into the appro¬ 
priate scale we have proposed for foremen in the P. & T. Workshop. 
Operators may be on the scale of Es. 75—105 and Mistries on Es. 40—75. 

11. Council of Scientific and Industrial Research. —^Although the 
Council is a semi-independent organisation subject merely to Government 
control and supervision through Government representatives on the gov¬ 
erning body, it has at present hardly any resources outside Government 
grants-in-aid and it therefore seems appropriate to deal with it here. Under 
the rules of the Council, it is expected to follow generally the rules and 
regulations applicable to Government servants. A further reason fov deal¬ 
ing with the Council in this Eeport is the fact that as a liaison organisation 
for the co-ordination of science and industrial research, it has in its 
employment scientists of different grades working in various fields of 
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research; and in representations made before us by staff of different depart¬ 
ments of Government, an attempt has invariably been made to compare 
pay and prospects of the employees with those of the employees of the 
Council. In the reply to our questionnaire, the Courifeil has drawn our 
attention to the recommendations of the Scientific Consultative Committee 
which emphasised that the minimum salary of scientists whether in Gov¬ 
ernment or industrial services should not be less than Es. 200 and the 
minimum salary for senior scientists who are not entrusted with adminis¬ 
trative duties should be round about Es. 1,500. So far as the C.S.I.E. 
is concerned, the governing body of the Council in consultation with the 
Finance Department has adopted the following scales of pay for the- 
various technical posts in the National Laboratories which it is proposed 
to establish in India under the auspices of the Council:— 

Director ......... Rs. 2,000—100—2,.*>00 

Assistant Director ....... Rs. 600—25—650 

35—1,000—50—1,200- 
100—1,500. 

Senior Scientific Officer ...... Rs. 350—25—550—?0 

yoo. 

Junior Scientific Offioei ...... Rs. 250—25—400—45i* 

—450—500. 

12. In as much as the conditions of service of staff of the Council of 
Industrial Eeseareh are not specifically within the terms of our reference,, 
we do not propose to suggest salary scales for employees of the Council. 
The recommendations which we have made for the different classes of the 
civil service have been calculated to afford a measure of improvement for 
the lower paid posts to which w.e have given high priority, as well as to keep 
down the highest ranges of the Class I Services, with a view to conforming 
with what we consider to be appropriate ceilings for salaries in India. 
Having regard to these considerations, we recommend for the Head of the 
very largest research institutions, the scale of pay for fhe head of a Depart¬ 
ment, viz.: —Es. 1,800—2,000. .For the head of less important research 
institutions the pay may he Es. 1,600—1,800 or Es. 1,300—1,600 according 
to the nature of the responsibilities. Posts of Deputy Directors, Assistant 
Directors, Senior Scientific Officers, and Scientific Officers should be fitted 
into the Senior or Junior Scale of Class I or in the Class II scale recom¬ 
mended by us. The main departure which we are prepared to recommend 
to Government is that in the case of scientists, the intial pay of a particular 
incumbent may be fixed at a higher point in the scale with due reference 
to his age, qualifications, experience and attainments. 

N.—WOEKS, MINES AND POWBE DEPAETMENT 

The Department deals with the following subjects:— 

(i) Civil engineering, i.e. general policy and control of standards 

in regard to all branches of engineering, including control 
of the Central Public Works Department, execution of 
Central Works Projects and research and training in rela¬ 
tion to civil engineering; 

(ii) the Estate Office, dealing with accommodation provided by 

the Central Government; 

(iii) Mines and minerals, including the Geological Survey and the 

Indian School of Mines; 
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(iv) Irrigation and Waterways, including control of the Central 

Waterways, Irrigation and Navigation Commission; 

(v) Electricity, including control of the Centeal Technical Power 

Boaord: 

(vi) Administration of the Acts relating to explosive substances,. 

petroleum, boilers, etc.; 

(vii) Stationery and Printing. 

2. We have no special comments to make as regards the Secretariat 
officers and establishments who will be governed by our general recom¬ 
mendations in this behalf, 

3. Geological Survey. —The Geological Survey is one of the oldest of 
the Government of India departments and like all research services under 
the Central Government, the service sustained a serious curtailment of 
its activities during the post-1931 retrenchment campaign. During the 
war, a limited amount of expansion took place in the activities of the- 
Department, as a result of the necessity for developing and utilising the 
mineral resources of the country, such as sulphur, zinc and certain semi¬ 
precious stones like Beryl. As a prelude to the planning and develop- 
uient of Indian industries, the first step was taken in expanding, the- 
staff of the Geological Survey so as to enlarge the activities of the De¬ 
partment in the exploration for industrial uses of the vast mineral wealth: 
of the country both metallic and non-metallic. 

4. The main categories of posts in the Survey are;— 

Ba. 

Olass I — 

Director 3,000 (old) 

1,800 (Rev.) 

Superintending Geologist . . . . . • • 1,600—2,000 (old). 

1,300 (Rev.) 

Geologist. 400—1^200 (old) 

360—950 (Rev.) 

Chemist . . . . . . . • • ■ 360—700 

Geophyoist 1,000—1,500 

Mining Engineer and Petrologist . . * . . . 1,200 

Deputy Mining Engineer . • . • • ■ 600—1,200 

Olctss II .— 

Assistant Geologist ........ 260—650 (old) 

200—500 (Rev.) 

Assistant Chemist ........ 150—400 

Olass III— 

Chief Draftsman . . . . ' . . 200—250 

Draftsmen and Engravers ...... 120—200 

60—120 

' - . ‘ 40—90 ' 

Surveyors . . . . . . Pay as in Survey of 

India. 

5. The Officers of the Geological Survey have insisted that they havA 
a vital role to play in the planning of important schemes, such as the 
construction of dams and hydraulic engineering mining and metallurgi¬ 
cal operations, etc., and the pay of officers and subordinates of the- 
Geological Survey should be placed on a proper basis! They have point¬ 
ed out that distinctions between different scientific deparlanents of Gov¬ 
ernment in the matter of pay will not only be invidious and imjustified, 
but will cause personnel to drift into private service where more attractive- 
salaries may be expected. The ministerial and subordinate staff of the- 
Geological Survey even claimed that they should be treated better than - 
similar staff in other departments in view of the nature of their work. 

297 







PART m 


6. The Director, Geological Survey, who gave evidence before us, 
;proposed a revision of scales of pay on the following lines:— 


Director 

Superintending Geologists 
Geologists 

Assistant Geologists . 
Chemists 

Assistant Chemists 
Senior Assistants 
Junior Assistants 


Rs. 

3,500 

1,750—100—2,250 
600—50—1,200 
320—25—650 
750—60—1,750 
360—25—650—50—860 
300—20--400 
100—10—180- 


-16—300 


He also proposed increases on a similar scale for the ministerial posts 
such as draftsmen, engravers, photographers,' printers, etc. In his orad 
evidence before us, the Director, Geological Survey, while favouring the 
application of uniform scales to all scientific services, did not consider 
that a common scientific civil service embracing a number of depart¬ 
ments would be practicable or desirable, since scientific work in each 
department has to be related to its special activities as bearing on the 
industrial side. The rates of pay proposed by him were in some cases 
even higher than what the officers and staff had asked for in their re¬ 
presentations. The Director agreed that as regards his technical staff, 
their remuneration should be no higher than for the staff of the Survey 
Department but he stated that there was no case for giving his minis¬ 
terial staff higher scale than for staff in other departmental offices of the 
'Central Government located in Calcutta or elsewhere. He also explained 
that the scales he had proposed appeared high only because he had in¬ 
cluded the full element of dearness allowance to be absorbed in them. 
We recommend that the scales of pay of Officers of the Geological Sur¬ 
vey Class I should be on a level with those of other Class I services. 
There may be advantage in placing some posts of Geologists in the senior 
scale of Class I and others in Junior scale, differentiating them on the 
basis of responsibility. Class II posts may be on the scale of Rs. 275— 
650. The posts of Superintending Geologists and Director should carry 
th<. same scales as Deputy Heads of certain Departments (Rs. 1300— 
KX.iO) and Heads of large departments (Rs. 1800—2000) respectively. 
.As regards the posts of Chemists and Assistant Chemists we agree thaA 
these should respectively carry the same scales as senior scale of Class 
I (Re. 600—1150) and Class II (Rs. 275—710). As the Director General 
■j)oints out that the Chemist has no prospect of promotion we recommend 
that the maximum of his scale may be extended to Rs. 1300. For the 
ministerial posts, we cannot accept the proposition that their rates of 
j)ay should be on a par with those in the Central Secretariat or that 
clerical staff in a scientific department should be given special rates of 
remuneration on the grounds that they deal with correspondence relating 
to scientific subjects. The Director, Geological Survey, further stated 
that a certain proportion of his staff in the Mineral Information Statists 
•cal Section did work which was of more than a routine character. If candi¬ 
dates recruite(|, for or assigned to this kind of work possess higher quali¬ 
fications or discharge duties of greater responsibility than the rest of the 
ministerial staff, this circumstance may be taken into account in deter¬ 
mining their scales of pay. What we have recommended elsewhere for 
iiiinisterial staff in subordinate departmental offices should apply to the 
icase of the Geological Survey. In regard to technical posts such as 

298 








K.-WORKS, MINKS AND POWER DEPARTMENT 

Surveyors, draftsmen, engravers, photographers, etc., it would be appro¬ 
priate to adopt rates similar to those given to corresponding staff in the 
Survey of India. 

7. A grievance which the superior staff in particular stressed was 
about their liability to maintain field establishments for which they 
stilted the allowance granted during the field season was entirely inade- 
•quate. We consider that this grievance would be obviated if as in the 
Survey of India, field establishments are recruited departmentally and 
the present system of field allowance is withdrawn. Other points made 
were the,need for the restoration of the Calcutta Compensatory Allow¬ 
ance which was withdrawn in 1937 from officers of the Geological Sur¬ 
vey and the revival of special pays for the petrologist and the palaeonto¬ 
logist. We are not convinced of the justification for the latter request 
af"> these posts carry the same responsibilities as those of Geologists. We 
recommend the former request for the favourable consideration of Gov¬ 
ernment since they are liable to serve all over India, though the head- 
qaarters Of the department may be in Calcutta. 


8. Office of the Electrical Commissioner and the Central Technical 
Power Board .—The Electrical Commissioner is the head of the executive 
organisation under the Works, Mines and Power Department, dealing 
with all matters concerning electricity. He is also the Chaijman of the 
Central Technical Power Board. This Board was set up during the war, 
as an expert advisory and co-ordinating body, to deal with all matters 
concerning electricity and in particular to initiate, co-ordinate and push 
forward schemes of electric power development and utilisation through¬ 
out the country, in consultation with provincial, and State Governments 
concerned. The Board depends entirely on the Government for its 
ffnances and, though controlled by Government, exercises in establish- 
menc matters a degree of autonomy greater than that of ordinary depart¬ 
ments of Government. We understand that in order to secure expert 
staff and to stimulate higher endeavour amongst persons predominantly 
recruited from a'field in which there is keen competition from commerce 
and industry, liberal terms have been offered to the personnel recruited 
to the Board’s service. 

•9. The main posts in the office of the Electrical Commissioner and 
the Central Technical Board are as follows:—• 


Bs. 

Blectrical Commissioner and Chairman, Central 4,760 
Xechnjcal Power Board. 


Hydro Electric Member 
Utilisation Member . 

Orsde ‘ A ’ Project Officer 
Grade ‘ B ’ 

Grade ‘ C ’ (Class U) 
Commercial Officer . 
fi Grade Technical Officer 
C Grade Technical Officer . 


4,314 

3,000—3,600 

2,000—3,000 

1,000—1,800 

400—900 

1,600—2,000 

600—1,200 I 

}• Class II. 
300—700 J 
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cicut in 

Electrical 

Commissioner’s 

Office 

Central 
Technical 
Power Board 

Teohnieal Assistants— 


Rs. 

Rs. 

Grade I . 

• • • 

. 250—300 

300—400 

Grade II . . . 

. 

. 226—250 

250—360 

Grade III . 


. 200—225 

200—260 

Rs. 

Draftsmen . . . 


160—250 

100—160 

Tracer . . . , . 


45- 

-105 

Supervisor 


250—400 

10. In his reply to our 

questionnaire. 

the Chairman of 

the Central 


Technical Power Board has stated: 

■‘the present levels of remuneration for Government employees- 
are not unreasonable when compared with most of the good 
employers in India. The rigidity of remuneration levels- 
without' sufficient regard to ability of the individual and 
with too much regard to the nominal duties and responsi¬ 
bilities of the post which he fills are, however, unsatis¬ 
factory.both scales and levels of remuneration 

could be revised and maj^e sufficiently flexible to take 
much more account of merit and initiative.” 

To a very great extent, these considerations appear to have prevailed 
when the terms for existing personnel of the Central Technical Power 
Board were recently fixed during the war period. The Technical Assist¬ 
ants of the Central Technical Power Board who are at present on three 
grades have sent us a representation requesting that their designation be 
changed to Assistant Project Officer, that their post be made gazetted 
and that they be given a scale of Es. 300—750 as in the case of Extra 
Assistant Directors in the Central Waterways, Irrigation and Navigation 
Commission. The Chairman, however, hag informed us that the Techni¬ 
cal Assistants in the Board are only fresh engineering college graduates- 
and that the Board at present is treated merely as a ‘nursery’ from 
which after receiving training and experience gazetted officers may be 
recruited. He has also sounded a warning that every engineering or 
other professionally qualified man in whatever country on passing out 
of college is inclined to overrate his professional value. 

11. We are inclined to agree with the views of,the Chairman and we 
consider that notwithstanding engineering graduates being recruited, the 
posts of Technical Assistant in which training for higher work is acquired 
do not justify being allowed a higher scale of pay. For similar posts of 
Technical Assistants in other scientific or techffical departments, we have 
suggested a scale of Es. 160—330 with a higher grade of Es. 250—500. 
In comparison therewith the grade pay at present allowed does not 
appear unreasonable and if imiformity is to be attempted it should be 
only in the direction of applying the scales we have proposed. In regard 
to the posts of Members and of Project Officers in Grades ‘A’, ‘B’ and 
‘C’, we note that their pay scales are pitched much higher than the levels 
we have recommended for superior services in general, having due regard 
to the ceiling limit on salaries. It is possible that in the present phase 

300 






N.-WORKS, MINKS AND POWER DEPAETMBNT 


of its development, the Central Technical Power Board requires the scale 
of pay already in vogue for attracting qualihed recruits. Presumably, 
such appointments are also made for limited periods. But as and when 
conditions become stabilised, we would suggest that all future recruitm^t 
to these posts, which must be regularly classified into Class I (Adminis¬ 
trative, senior scale or junior scale) or Class II Services should be made 
on appropriate scales of pay with due regard to our recommendations for 
other technical services like the Civil Engineering. Broadly speaking, the 
pay scales for Members and the Chairman, unless they are fixed on a con¬ 
tract basis so as to secure the services of experts from outside India, could 
appropriately be Ks: 2,500 and 3,000 respectively,* while that of A Grade 
officers may be in the range of Rs. 1,300—1,800, (with perhaps a Selection 
Grade of Rs. 1,800—2,000) of B Grade officers Rs. 800—1,150 and C 
Grade Rs. 350—850. ■ 


12, Consulting Engineer — Waterways, d Irrigation—Central Waterways, 
Irrigation and Navigation Commission .—The Commission has been charged 
with" the general responsibility for initiating, co-ordinating apd pressing 
forward schemes of control, regulation and utilisation of water and water¬ 
ways in consultation with Provincial and State Governments concerned. 
The Chairman of this Commission is also Consulting Engineer for Water¬ 
ways & Irrigation to the Government of India. The Indian Waterways 
Experiment Station, near Poona is also under the Consulting Engineer. 
In their reply to our questionnaire, the Central Board of Irrigation have 
stated;— 

“The ideal standards of remuneration and conditions of service of 
all classes of Government servants in every department 
should be such as will bring individuals within reach of the 
conditions in which they can improve their talents and are 
able to develop their minds towards perfection in the trades 
in which they are engaged.” 

As the choice of a profession in determined only by one’s aptitude for a 
particular trade, they have expressed the view that to secure the best 
talent to all technical posts under Government, there should be imiformity 
of the pay scales for all services. Stressing the suggestion that the per¬ 
sonnel of the technical services should be at the helm of the affairs relating 
to their own department, they have protested against the monopolizing of 
administrative posts by any one service. Two specific suggestions which 
they have made for removing the shortage ”of men with technical quali¬ 
fications deserve careful consideration; (a) a change in the existing practice 
of fixing'initial pay at the minimum of the grade which leads persons 
seeking entry into technical services to enter at the earliest age with only 
the necessary minimum qualifications; and (b) encouragement to officers 
to take study leave for obtaining higher qualifications in the particular 
phase of their trade for which they show special aptitude. The main poets 
in the different branches are:— 


Consulting Engineer and Chairman C. W. I. N. C 

Members C. W. I. N. C. 

Directors C. W. I. N. C. . 

Dy. Dbectors C. W. I. N. C. 

Assistant Direotors C. W. I. N”. C. 

Extra Asstt. Directors . . . . 


Bs. 

3,760 

3,000—3,500 

2,000—3,000 

1,000—1,860 

400—800 

300—600; 200—360 


*Nots. —Mr. Bao feels the scales should be Bs. 2,260 and Bs. 2,500 respeotively for 
the Members and Chairman of the Commission. 

301 








PARI 111 


Project OifioerB .... 

Director ...... 

Deputy Director .... 

Asstt. Research Officer 

Asstt. Consultiug Rngiueer 

Research Assistauta .... 

Overseers ..... 

Draftsmen C. W. I. N. C. . 

Assistant Draftsmen 

Tracer ...... 

Superintendent (General) C. W. I. N. C. 
Superintendent (Technical) 


Rs. 

I.S.E. scale + special 
pay. 

1,75CM-2,150 
62.5—1,375 
170—600 
I. S. E. 

140—400 ; 90—260 
100—150 

250—350 ; 150—260' 
60—75 
40—90 
600—800 
600—800 


The Commission (G.W.I.N,.C.) was set up during the war period and it 
will be observed that its personnel are on scales of pay higher than we 
have generally recommended. Government presumably felt that the 
future development of India will largely depend on the conservation and 
the utilisation of the water resources of the country, the responsibility for 
harnessing which eventually lies with this Commission. In the initial 
stages we underst6,nd that the present high rates were necessary as there 
was a shorta'ge of trained personnel and the scales have been fixed based 
on the existing scales of I.S.E. in order to attract for the high technical 
posts the best qualified personnel from the Provincial Services. It is not 
clear to us to what extent the C.W.I.N.C. and the C.T.P.B. will con¬ 
tinue as separate organisations or might be amalgamated. In either 
event, we consider that generally speaking the pay scales for the personnel 
of the C.W.I.N.C., unless the scales are fixed on a contract basis so as 
to secure the services of certain experts, should be modelled on the 
scales of pay of other Engineering Services when conditions stabilise. For 
the Chairman and Members, the scales would appropriately be Es. 3,000' 
and 2,500*, Directors, whose maximum is at present equivalent to that 
of Chief Engineers, may be on a scale of Bs. 1,300—1,800 with a selec¬ 
tion grade of Es. 1,800—2,000. Deputy Directors might then be on 
Rs. 800—1,150 and Assistant Directors including Extra Assistant Directors 
who are holding Class I posts on Rs. 350—850 in the senior and junior 
scales of Class I. Posts of Extra Assistant Directors and Research Assist¬ 
ants may be on scales of Es. 275—590 (Class TI) and Rs. 160—330 with 
a selection grade for the latter of Rs. 250—500. For Upper Subordinate 
Technical posts like Overseers, Draftsmen, etc. the scales we have recom¬ 
mended for similar staff in the C.P.W.D. and the Railway Department 
would be appropriate. 

13. The Department of Mines and the Indian School of Mines, 
Dhanhad.—There are two organisations under the Works, Mines and 
Power Department connected with mining, the Indian School of Mining, 
and the Mines Inspectorate. The Islington Commission commented on 
the lack of personnel with proper technical qualifications for the work 
of inspecting mines in India and pointed to the need for establishing a 
training institution in the coal fields for imparting such an education to 
the people of this country. The Indian School of Mines, Dhanbad, was 
started to fill this deficiency in the country’s educational system. The 

-*Noti5.— Mr. Rao suggests scales of Rs. 2,600 and Rs. 2,250 for the Chairman and 
Members of the Board. 
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main categories of posts in the Sahool of Mines besides the usual minis¬ 
terial and lower grades are:— 

Ha. 

Class I — 

Principal .. 1,260—1,750 


ProfcBeors 


1,300 

■ 1,000—1,600 


750—1,250 


Glass IT— 

Lecturers Grade t 


Foremen Instructor 

Lecturers Grade II 

Class III— 
Demonstrators 
Draftsmen . 

Class IV — 


600--9SO 

600—750 

260—600 
300—500 

250—400 

150—400 

150—300 

. 75—176 
, 80—90 


Fitters, Mechanics, etc. Scale ranging from 

■ Ks. 30—36 to R>. 46^ 

—50. 

With the growing demand for men with mining experience, we underetani 
that the revised scales of pay allowed for recruits since 1931 have failed 
to secure and retain qualified personnel on the staff of the Institute. In 
regard to the instructional staff, we recommend that the scales of pay we 
have suggested for other teolmical institutions like the Delhi Polytechnic 
should be sufficient to attract the proper type of recruits. As in the case of 
the Polytechnic, we would strongly advise against any tendency to over¬ 
rate the teaching staff of a technical institution in comparison with the 
members of a technical civil service actually engaged in professional work. 
For mechanics, the scales of Es. 40—60, Es. 60—75 and Es. 75—105 may 
be found suitable according to the character of the duties performed. Our 
general recommendations for ministerial and lower grade staff for subordi¬ 
nate departmental offices would apply to the office staff of the School as 
well. The draftsmen may be on the same, scale as in the Central Public- 
Works Department. 


14. De'partment of Mines .—The main categories of 
Department are:—^ 


Chief Inspector of Mines 
Dy. Chief Inspector . 
Inspector 
Junior Inspectors 

Senior Labour Inspector 
Junior Labour Inspector 
Srirveyor 

Draftsmen 


posts in the Mines- 


Bs. 

2,000—2,500 (Old) 
1,700 (New) 
1,600—1,750 (Old) 

1.250— 1,450 (New) 

1.250— 1,500 (Old) 
800—1,300 (New) 
600—950 (Old) 
400—700 (New) 
250—400 

180—250 

120—160 

40—80 
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The Chief Inspector of Mines has complained that the scales of pay, 
particularly the reAused scales, do not compare favourably with those 
offered by private employers and it is essential that their status as 
responsible officials of coal fields should be maintained. He has pointed 
out that the Colliery officials also obtain very important perquisites such 
as free bungalows, lights, fuel, servants etc. and argued that a Junior 
Inspector of Mines carried the same responsibility and is required to have 
at least the same qualifications as a senior Manager in the coal fields 
{Es. 750—50—1,200); while those of a Senior Inspector are equivalent 
to those of an Agent (Es. 1,500—1,700) and those of the Deputy Chief 
Inspector to those of a Chief Mining Engineer (Es. 2,250—3, (WO). 
Though we recognise the risks .to which an Inspector of Mines is subject, 
we cannot on that ground alone accept the argument for parity of remu¬ 
neration with comparable appointments under private firms for the pur¬ 
pose of fixing pay scales of the inspectorate. As they are fuU time 
Government servants, it is only appropriate that their pay scales should 
be related to those of other categories of civil employees whose responsi¬ 
bilities are comparable. On such a basis, we would suggest that the Chief 
Inspector should be on a scale of Es. 1,60(J—1,800 as in the ease of some 
heads of departments. The Deputy Chief Inspector may be on the scale 
of Es. 1,300—1,600. Lower posts of Inspector and Junior Inspector of 
Mines should be equated with Class I—Senior and Junior Scale respec¬ 
tively and allowed the corresponding pay scales. As in the case of the 
Government Inspectors of Eailways who perform inspection duties and 
whose rates of pay are similar to those of the engineering services general¬ 
ly, the grant to the mining inspection staff of the general scale applic¬ 
able to the technical services would be appropriate. For Senior Labour 
Inspector, the Class II scale would be adequate, while Junior Labour Ins¬ 
pector may be on a scale of Es. 180—^Probn. Es. 200—10—300—15—330 
(Class III). Subordinate technical staff under the Chief Inspector of 
Mines, such as surveyors, draftsmen, etc. as welh-as the ministerial and 
lower grade staff may be dealt with on the lines of our recommendations 
for the Central Public Works Department Offices. 

15. Inspectorate of Explosives. —The chief posts in this Department 
:are:— 

Class I— 

Chief Inspector ....•••• 1,450—2^000(01(1) 

1,300 (Rev.) 

Dy. Chief Inspector ..♦.••• 800—1,000 

Class IJ— 

Inspector ......... 300—800 (Old) 

300—500 (Rev.) 

Asstt. Inspector , , . . . . ■ • 200—400 

We recommend that the post of Chief Inspector may be on the junior 
administrative grade of Es. 1,300—1,600 while that of Deputy Chief 
Inspector, may be on Es. 800—1,150, in the senior scale of Class I. For 
Inspector the Class II scale of Es. 350—800 would be adequate while 
Assistant Inspectors may be on Es. 250—10—300—20—r500. In the case of 
office staff, including the categories now designated ‘inferior’, our general 
recommendations for subordinate departmental offices would apply. 

16. Central Public Works Department. —The Public Works Department 
of the Government of India included till 1905 the Eailway Department which 
then separated to form a branch under the control of the Eailway Board. 
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As the Islington Commission observed, the proceM of separatioh had not 
resulted in destroying the close resemblance between the Public Works and 
the Railway Engineering in matters of recruitment, classification, conditions 
of seiwice and salary etc. As Public Works became gradually a provincial 
subject, the control of the Indian Service of Engineers also passed to the 
provinces. Recruitment was initially 50 per cent, in England and the rest 
in India, a small quota being reserved for persons of Indian domicile qualify¬ 
ing in the_ U. R, Recruitment to the I. S. E. staS was affected in two stages 
in which engineering (except irrigation) became a provincial subject and 
later, on the inception of complete provincial autonomy in 1935, European 
recruitment ceased in 1931 and from 1936 no fresh recruitment has been 
made to the service. The recruitment to the I. R. S. E. which waS initially 
controlled by the Secretary of State ceased by 1931 since which date it has 
become actually a Central Service. The requirements of the Central Govern¬ 
ment in centrally administered areas were met by borrowing officers from 
provinces, but with the growth of the Central works programme, it was 
decided to form a Central Engineering Service in 1934. The service still 
contains a core of old entrants from I. S. E. 

17. The following are the important categories of posts on the cadre, of 
the Central Public Works Department; — 

Class 1 — Bs. 

Chief Engineer ........ 2,760—3,000 

2,000 (Revised) 

Superintending Engin^r (Including Eleotrloal) . . 1,760—2,160 

1,400 (Revised) 

Executive Engineer (Including Electrical) . . . 626—1,376 

760:860: 960 (Rev.) 

Chief Architect and Senior Architects . . . . 1,400 (Revised) 

Town Planner . . ... . . . . 2,000 

Junior Arohiteots • 760: 860 : 960 

Administrative Offloer . . . • . . . . 1,600—1,700 

900—1,200 (Revised) 

Asatt. Executive Engineer (Including Electrical) . . 260—276 (Prob.)—^360 

—600 (Rev.). 


Clast II — 

Asstt. Arohiteots . 




. 26(1—460 

Quantity Surveyor - 


« 

. • 

. 260—760 

Asstt. Quantity Surveyor 



• • • 

. 260—460 




260—600 (Revised) 


Superintendent, Horticultural Operations . . . 600—800-1-200 S. P. 

600—676-f-135 8. P. 
(Revised) 

Asstt. Administrative Offloer ...... 400—600-1-60 S.P. 

Financial Assistants . . . . . . . 300—660 

Temporary Engineers 250—350 

Assistant Engineers ....... 226—12J—360—16— 

600 

Works Assistants . . . . . . . . 200—600 

Class III— ' 

Subordinates (Civil, Electrical and Hortioultural) . . Various scales Rs. 120 

—270 ; 200—400 
120—200 ; 80—266 
70—200. 




Bleotrical Supervisor— 
Grade I . 


PAET in 


300—600 


200—400 (Beviaed> 

Grade II . 160—300 

Labour Verifier ........ 160—220 


200—460 (Bevised) 

Head Draftsmen . . , . . .' . . 96—200 

Draftsmen and Computors ...... 76—160 

Storekeepers. ........ 95—120 

76—116 

40—75 


The ministerial staff of the central office i.e., office of the Chief Engineer 
were, as a temporary measure during the war period, brought on to the. 
Attached Office scales of pay. For the ministerial staff of the Circle and 
Divisional offices various scales'of pay have been in force. 

18. Eepresentations which we have received complain against the low 
rates of pay in the Central Engineering services for posts on the revised, 
scales of pay. Some of the officers of the Engineering Services insisted that 
there was no justification for treating them worse than men holding com¬ 
parable posts in the administrative services. But it is not easy to say what 
exactly are the administrative posts which are comparable to those held 
by officers of the' Engineering Department. The Civil Engineers’ Associa¬ 
tion in giving evidence before us have stressed that engineers as technical 
staff should be paid at least the same as members of the civil services, 
though a small section was inclined to ask for higher rates of pay for the 
Engineering Services. As we have dealt elsewhere with the general ques¬ 
tion of differentiating technical services from non-technical services, for 
purposes of pay, it is not necessary here to do more than refer to this- 
claim. 

A comparison was made between the pay scales’ applicable to subordinate- 
officers in the Central Public Works Department and those prevailing in the 
Eailways and in the Punjab and it was stated that the 0. P. W. D. scales 
are less favourable. A further suggestion was made that there should be 
something like unification of scales of pay for all Engineering Services, 
namely, those in the P.W.D., those in the Eailways and those in the- 
Telegraphs. We have kept these considerations in mind and in making our 
recommendations endeavoured as far as possible to give effect to the principle 
of equal pay for equal work. 

Another general question raised was that there should be reasonable- 
opportunity for officers in technical services, like the Engineering Depart¬ 
ment, to rise to leading administrative posts in the department, particularly 
the Secretariat. Sir A. Dean who appeared before us as a representative of 
the Institute of Engineers (India) maintained that there was no justification 
for the view that the officers of the Ci-vil Service alone have had a training- 
which could make them fit to hold such administrative posts. He pointed’ 
out that in the earlier years of service, members of the Civil Service are 
engaged in revenue and magisterial work, while members of the Engineering 
Service are engaged in their depai^tmental work and that in the one case as* 
in the other administrative experience will only come as a result of the 
opportunities given to them in the later years of service. It has sometimes- 
been the practice in some provinces to give opportunities to Engineering 
officers to act as Secretaries in the P. W. D. side of the Provincial Secre¬ 
tariat and he insisted that this practice might well be continued. We can- 
only mention this claim and leave it to the Government to deal with it as as 
question of policy. 
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Like other senior officers, Sir A. Dean as well as the representatives of 
the higher branches of the Engineering Service who appeared before us were 
opposed to the proposal to amalgamate Class I'and Class II Services. But 
they agreed that as there was not much difference in the minimum qualifica¬ 
tions of the entrants for the two Services, it was unnecessary to maintain 
anything like a considerable difference in the starting pay of the two 
Services. 

19. The Subordinate Engineering staff, particularly the Upper Subordi¬ 
nates, complained that they had no opportunity for permanent promotions 
and were allowed only to draw a small charge allowance (of Es. 50) when 
holding Subdivisional posts. We understand that a Class II Service 
has been sanctioned which will be filled mainly by promotion from the ranks, 
though a percentage of posts is open to direct recruits and this will, to a 
certain extent, redress this grievance. But, it appears that amongst the 
subordinate engineering cadre, there are some who hold degrees in Engineer¬ 
ing, while others have only obtained diplomas from an Engineering College 
after matriculating. The latter complained that in the matter of promotion 
to Class II Service, the tendency was to give preference to those with 
University degrees. We can only assume that the best men are selected 
and we cannot fetter' the discretion of the authorities in whom the power, of 
recruitment or promotion is vested. It may be true that as the number of 
seats available in th« Engineering Colleges is limited, some are obliged to 
content themselves with taking diploma courses. But, it seems to us too 
much to ask for a special reservation of vacancies in Class I or Class II for 
non-graduate Upper Subordinates. The proper -solution will perhaps be 
to improve the facilities for collegiate education in Engineering. 

The representatives of the Engineering subordinates next drew our atten¬ 
tion to their liability to all-India transfers wherever important works of the 
Central Public Works Department may be going on and they claimed an 
allowance of 20 per cent, of the salary on this ground. Such a liability is 
not peculiar to this department. We cannot accept a claim for enhanced 
salary merely on the ground of a contingent liability. Special case of hard¬ 
ships, if any, must be dealt with as and when they arise. 

A complaint was made |iy the P. W. D. employees that the amount 
sanctioned to them by way of motor cycle allowance was utterly inadequate. 
We are not in a position to express any opinion on this jjoint; we can only 
suggest that the matter be looked into by the proper authorities. 

20. As in many other departments, the complaint was made that a large 
number of people were kept in temporary service for long periods and that 
if they were discharged while in such temporary service they did not get 
even adequate gratuity. The Chief Engineer recognised this hardship in the 
department, but he told us ,that the present large number of temporary 
posts was the aftermath of the very heavy building programme of the war 
years and assured us that the grievance would be substantially remedied as 
a result of the sanction which had recently been received for making a 
number of Divisions permanent. He, however, reminded us that in view 
of the nature of the work of his department, a certain proportion of the staff 
had to remain on a temporary footing; but he added that very few deserving 
men were in fact, discharged and he also pointed out that on confirmation 
temporary service counted for pension. He made a further suggestion that 
perhaps it might be right to pay temporary persons an extra percentage of 
pay to compensate them for lack of security of tenure and other privileges 
of permanent service. But we do not think this ordinarily happens or can 
even be made a rule. What we have said elsewhere as to the desirability of 
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confirming persons in temporary service as early as practicable and of giving 
them some of the benefits of permanent servioe even while tne tenure is 
only temporary seem to us all that can be done to meet this complamt. 
The claims made by members of this Department for conveyance allowance, 
accommodation and compensatory allowance will be governed by our genera 
observations on these matters. 

The Draughtsmen and Estimators made complaints similar to those of 
the Upper Subordinates, particularly as to the preference given to graduates 
in Engineering, and as to the disparity between their scales of pay and the 
pay for similar officers in the Punjab Provincial Service. These are covered 
by the observations we have already made. 

21. The ministerial staff of the Central Public Works Department 
complained of the difference in^the scales of pay between the ministeml 
staff in the main office of the Chief Engineer and the ministerial staff fhe 
divisional offices. The Chief Engineer admitted that there was no justifica¬ 
tion for this differentiation and that he did not like it. We have kept this 
matter in mind in dealing with the scales of pay. We are, however, not 
able to see our way to accept the suggestion of the ministerial staff_ as to 
transfers of such staff from one office to another or from one section to 
another or from the divisional office to the Central office. These aie matters 
of departmental convenience and they must be left to the discretion of the 
Department. It seems to us that in some instances such transfers may 
not^even be practicable. As far as we can gather, the object of th« sugges- 
Tion seems to bo to obtain for ail ministerial staff m Circle op Divisional 
offices the scales of pay of Attached Offices which were temporarily extended 
during the war period to the office of the Chief Dugmeer 
with our general recommendations, it is in our view desirable to differentiate 
between Secretariat and Executive offices. We would accordingly 
staff in the Chief Engineer’s office, the scales of pay prescribed^or staff m 
the offices of heads of departments working directly under the Governmen 
of India and for staff of Circle and Divisional offices we would apply the 
scales recommended for subordinate departmental offices. 

22. The claims of the workers of the Public Works »ep^“ 
seem to have been recently dealt with by special orders of Gpvemmrat 
Lth in respect of their scales of pay and certain ^ . 

understand that among the demands made by the work-charged sta 
the Central Public Works Department were: — 

(i) that all work-charged staff should be made permanent; 

in) that rent free quarters, house-rent allowance, conveyance allow- 
ance ^learness allowanL. leave and holidays should be granted ho work- 

charged establishments on the same lines as for . 

(fii) that the emoluments of all classes of work-charged posts should 

It^i^ unders^od^thTt the administrative department has already pass¬ 
ed orders to the effect that as many employees as Government con¬ 
sider essential for the efficient maintenance of permanent works will 

Ssual or temporal, workers the compensatory allowances and- holiday 
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sod. leave concessions admissible to workers in permanent service. 
We understand that the hours of work have also been fixed by an award 
of the Labour Commissioner and the workers seem to be content with 
it, though their representative complained that the terms of the award 
were sometimes evaded by subordinate officers of the department, taking 
advantage of the special provision made therein in respect of emergency. 
We trust that such irregularities if any, will be looked into. They alSo 
expressed themselves satisfied with the provision in the award as to 
retirem'eilt benefits, recommending the grant of provident fund benefits 
as in the case of Bailways. As regards other concessions asked for on 
their behalf, we think it right to say that they must, on the whole, be 
govei'ned by the analogy of workers in private industry and other allied 
occupations. It was claimed on their behalf that even unskilled labour, 
e.g. sweepers, bhlsties, mali boys, should ^ be paid a minimum salary 
of Rs. 80 per mensem besides a dearness allowance of Rs. 45 per men¬ 
sem. When the claims of the Workers’ Union were mentioned to the 
Chief Engineer and he was asked his view about them, he felt that they 
were excessive and added that, in his opinion, Bs. 40 per mensem be¬ 
sides dearness allo\\nnce would be a fair minimum. Workers’ repre¬ 
sentatives put before us a graphic account of the hardships and sufferings 
which people of this kind have been undergoing during these bad times. 
We appreciate their difficulties; but our recommendations have to be 
made in the light of what we propose for numerous other classes of em¬ 
ployees in the lower grades of the public service. In regard to workmen 
we realise^ that there should be greater conformity with market rates 
we cannot, therefore, suggest a permanent upward revision in the basic 
scales much above the prevailing level of wa'ges. Allowing for the 
security and permanency of Government employment and the advan¬ 
tages in the matter of dearness allowance, other compensatory allowances 
and leave and pensionary benefitte to which Government employees. be¬ 
come eligible, we consider that the wage rate for these categories should 
be built up on the basis of diSerentials appropriately applied to a mim- 
mum wage. The prevailing rates of pay for many of the daily rated 
categories are based on the Schedule of Rates which are revised from 
time to time to keep on a level with market variations. It seems to us 
reasonable to fix the basic scales of pay for those categories, having regard 
to the nature of the duties and the skill required, into one or the other, 
of the following grades;— 

Rs. 

(а) Unskilled . . . . . • ■ . 30—36 

(б) Semi-skilled (including semi-skilled supervisory) 36—80 

40—60 

(e) Skilled..60—76 

76—106 

(d) Highly skilled and skilled supervisory . . . . 120—160 

180—180 

23. Some reference was made to abuses in the system of muster roll 
payments to the workers. We have no doubt that if this is brought fo 
the notice of the authorities, it will be looked into. ,Other grievances 
ventilated before us are all of a kind which could be properly redressed 
by tBe Labour Welfare Officer. 

4s regards llibour employed by contractors, the Chief Engineer stated 
that the recent practice has been to insert a fair wages clause in P. W. H. 
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contracts, and we are told that appropriate machinery is also being-set 
on foot to see that this clause is being duly observed. 

24. In partial modification of his recommendations in his written 
replies the Chief Engineer who replied to our questionaire and gave 
evidence before us suggested the following rates as appropriate for the 
main categories of staB in the P.W.D. 


Category 

Present pay 

Pay proposed 
Chief Engineer 


Bs. 

Rs. 

Subordinates ...... 

70-^200 

150—10—300 

Assistant Engineers (Glass II Service) . 

226—500 

300—700 

Asstt. Executive Engineers (Glass I Service) 

250—500 

360—900 

Executive Engineers .... 

760—950 

600—1,200 

Superintending Engineer .... 

1,400 

1.450—1,760 

Ghief Engineer ..... 

2,000 

2 , 060 — 2.600 

Miniaterial Staff —■ 



Peons ....... 


40 

Clerks ....... 

40—90 

100—200 

Assistants 

t 

IOOt-200 

140—400 

200—500 

200—500 

Superintendents . • . 

400—500 

600—600 


Consistently with the ceiling limit which we have recommended for 
top salaries, we consider the scale of Its. 1,800—2,000 and Rs. 1,300—1,600 
would be appropriate for the Chief Engineer and the Superintending 
Engineer respectively. To the Executive Engineers and Assistant Exe¬ 
cutive Engineers the senior scale (Es. 600-1160) and junior scale (Rs. 
350—850) should respectively apply. We recommend that the Class II 
service of Assistant Engineers should continue and, provided persons 
with good qualifications and experience are recruited, we see no objection 
to the pay scale running the full length of the present Class II scale i.e. 
Rs. 275-800. The pay of officers of similar grades on the Electrical side 
may be similar. In regard to the post of Administirative officer, if it is 
a technical post, it should be equated with the corresponding grade for 
an engineering officer. Otherwise, we do not see any justification for 
varying our general recommendation that a scale of Rs. 650-30-800 should 
be as appropriate as for departmental officers. In regard to architects, 
their present scales seem to bear some relations to that of corresponding 
grades in the Engineering Service. We recommend that in applying the 
scales proposed by us the same parity may be observed. 

Engineering subordinates are at present op various scales of pay which 
compare unfairly with the scales allowed on railways for subordinate 
glades. Making due allowance for the difierence in duties and conditions 
of working, we consider upper subordinates, if they are engineering diploma 
holders should be on a scale of Rs. 100-8-140-10-300. In regard to 
technically qualified subordinate stafi, like draftsmen, sstimators, assistant 
draftsmen, tracers, etc, who have undergone practical engineering train¬ 
ing in addition to possessing the minimum qualification of routine clerks 
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matriculation, the scales of pay should he more liberal than for 
olerioal staff. The following scales may accordingly be allowed for 
■different grades, according to responsibilities; — 

Bs. 60—4^120—E.B.—6—160. 

Bb. 100—6 —126—6—165—E.B.—6—186. 

Bs. 160—7—186—E.B.—8—226. 

There may be a selection grade, if necessary, on Es. 200-.10-80Q for 
draftsmen who have undergone a training course in Engineering schools 
Runilar to that for subordinates. Categories like store-keepers, where no 
special qualifications are required and responsibilities are not heavy, may 
be assimilated to the ordinary clerical grades. In regard to ministerial 
staff in general; we would emphasise the suggestion that the office of the 
Chief Engineer, C. P. W. D. should cease to be an Attached Office. We 
see no reason for treating this office differently from other offices of heads 
of departments at headquarters. 

25^. ■ Wb have received complain;^ from a class of temporary engineers 
in the C. P. W. D. who represented that although they possess the 
requisite qualifications for appointment to the Central Engineering Ser¬ 
vices Class I or Class II, they have been kept on an eitremely shor^ 
time scale viz., Es. 250—350 without any further prospect of promotion. We 
■can only firing this complaint to the notice of Govermnent, as we do not 
know the circumstances in which these officers were not^ brought on the 
regular scales for Assistant Engineers. 

26. It has been represented by the iS.uperintendent, Horticultural 
Operations, that the top posts in his office suffer at present in contrast ' 
with corresponding posts in the regular cadre of the Central Public 
Works Department, although the financial, technical and supervisory, 
responsibilities are no less onerous. Thus it has been claimed that the 
post of Superintendent, Horticultural Operations, which is on the ad hoc 
scale (Eevised) of Es. 500—675+S. P. 135 .compares unfavourably with 
that of an Executive Engineer on the new scales (Es. 750-950) although 
with the steady growth in the size of the horticultural division, the duties 
and responsibilities have become equal to, if not greater than that' of 
an Executive Engineer. It has been emphasised that there has been a 
considerable increase in the area under the control of the Horticultural 
Superintendent, the number of staff employed under him, the scale of 
works operations and the extent of the revenue realised. The Superin¬ 
tendent has also stated that the responsibilities of his principal subordinate 
officers like the Assistant Superintendent! Horticultural Operations (Es. 
250-500 revised) and Labour Verifier (Es. 200-450 revised) have likewise 
grown and he has suggested an upgrading of these posts to a level not 
lower than the Class II scale. We consider that it would redress these 
grievances if, subject to qualifications being similar, these isolated or un¬ 
classified posts in this branch of the Central Public Works Department 
are, as recommended in the case of another branch the Estate Office, as 
far as*possible, brought into line with the scales of pay we have proposed 
generally for comnarable posts in the regular Engineering cadre on the 
Class I or Glass n scale. 


811 



PARt m 


27. The Estate Office .—The Estate Office was at one time a part of 
the office of the Chief Engineer but now functions under the direct control 
of the Labour Department. It contains a number of posts of the same 
category as posts in the regular P. W. D.; — 


Olasa I — 

Estate Officer 
Class II —■ 

Assistant Estate Officer 


Estate Manager—Bombay and Calcutta 
Superintendent of Catering 


Bs. 

800—1,000 

650—800 

250—600 

500—850 

260—500 

400—600 


The ministerial posts are on the same scale as in Attached Offices. 
Wo recommend that subject to minimum qualifications for recuitmentt 
being similar, the posts of Estate Officer may be placed on the senior 
scale of the Class I Service while those of Assistant Estate Officer and 
Estate Managers may be on the Class II scale on Es. 275—710. In re¬ 
gard to ministerial staff^ as in the case of the Chief Engineer’s establish¬ 
ment, we see no reason for treating them any differently from staff of 
other departmental offices at headquarters. 


28. Office of the Controller of Printing it Stationery .—This organisa¬ 
tion which is under a Controller is responsible for the printing work of 
the Central Government, the sale of Government publications and the 
supply of Stationery articles including typewriters and duplicating 
machines. There are Government of India Presses at New Delhi, Simla, 
Calcutta and Aligarh; and in Calcutta there are also a Central Stationery 
Office and a Central Forms Stores and in Delhi a Central Publicatioir 
Branch. The main posts in the organisation are as follows:— 


Class I 

Controller of Printing and Stationery 

Deputy Controller (Printing) . 

Class II— 

Assistant Controller (Printing) . 


1,860—2,250 (Old) 

1,600 (New) 
900—1,200 (Old) 


900 (New) 


Rs. 600—800 (Old). 
Bs. 600—600 (New). 


Inspector of Printing .... Rs. 360—600 
Inspector of Stationery .... Rs. 250—450 

The ministerial staff of the office of the Controller are on the same scale 
of pay as in Attached Offices. -Besides the usual posts the office has 
among its lower grade staff, posts of type setter Bs. 50-70 (old); Es. 45-65 
(new) and Gestetner Attendants Es. 30—60 (old); Es. 30—55 (new^. Other 
posts in the organisation are:— 


Class I— 


Manager, Government of India Press, 
Calcutta and New Delhi 

Manager, Government of India Press, Simla 

Deputy Controller of Stationery 
Deputy Controller of Inspection 
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Rs. 1,269—1,600; 1,000—60—1,260. 


Rs. 900 (New). 

Rs. 860—1,260 ; 800—40—1,000 (01d> 


Rs. 800 (Rev.), 
Rs. 1,000—1,260 (Old). 


Rs. 900 (Rev.). 

Rs. 900. 
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Class JI.— 

Manager of Publications . 


fRs. 760—1,000 (Old). 
600—800 (Rev.). 


(■Rs. 760—1,000 (Old). 

Manager Forms Press, Calcutta and Aligarh 4 - 


Asstt. Controller of Stationery 
Asstt. Managers (Presses) 
'Asstt. Manager (C. P. Branch) 
Overseers (Kon-gazetted). 


(_Rs. 600—700 (New). 
fRs. 550—700 (Old). 

I.R8- 600—600 (Rev.). 


fRs. 250—660 (Old). 

{rs. 360—600 (Rev.). 
fRs. 300—400 (Old). 

Irs. 300—376 (Rev.). 
fRs. 250—550 (Old). 

fRs. 226—300 (Rev.). 


fRs. 400—600 (Old). 

Stores Examiners (Central Stationery----- 

Office) ..fRs. 300—600 (Rev.). 

Progress Inspectors..... Rs. 260—460. 

Personnel Officer . . ... . Rs. 360—600. 

For the subordinate ministerial, technical and industrial staff there is a. 
considerable variation between one office and another as will be seen from 
the following.statement:—» 

Categories of posts 


Ranges of pay under Old and Revised rates at— . 


Superintendents . 

Head Assistants— 
Class I 

Class II . 

Accountant 
Assistants . 


Storekeepers 


Clerks 

Junior Clerks 
Obemical Asstts. 
Stenographers 
Labour Supervisor 


■{ 


Cashier 



Calcutta 

STew Delhi 

Simla 

Aligarh 

Delhi 

Old 

400—560 

360—400 

,,, 


275—360 

.New 

250—450 

300—360 




Old 

250—360') 





New 

225—300 





Old 

200—260 > 

180—260 

200—300 

126—176 


New 

226—270 J 

176—260 

175—260 

126—160 







c.p.'b. 

Old 

250—350 

... 

200—300 

100—140 

260—360 

,New 

225—300 

176—260 

175—360 

100—125. 

226—300- 

Old 

80—200 

80—140 

120—200 

80—100 

80—200 

New 

80—180 

80—130 

80—160 

76—90 

80—160' 

Old 

160—250 





Old 

200—260 





Old 

300—600 



100—140 

80—200 

New 

160—200 



100—126 

80—160 

New 

180—226 





New 

260—360 





Old 

46—140 

60—106 

36—90 

60—80 

45—140 

New 

46—105 

40—96 

40—106 

36—76 

40—96 


30—40 




30—40 


160—300 


• i* 




80—160 




80^160 


40—60 


... 

... 


Old 

200—260 

80^130 


70—100 

••• 

Old 

80—200 









76-^90 


New 

180—226 



% 


New 

80—180 
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Oategories of ^osts Ranges of pay un^er Old and Revised rates at 


Oaloutta New Delhi Simla Aligarh Delhi 


Industrial Staff. 






.Head Readers 

and 





Readers. 

Old 

350—400 

300—350 

325—400 

90—110 


New 

280—300 

223—275 

250—300 

d5 


Old 

300—350 

200-2.50 

245 —325 

65-85 


New 

230—250 

100—200 

120—220 

60—76 


Old 

200—260 

160—200 

180—220 

••• ••• 


New 

100—200 

100—200 

12 u—220 



Old 

160—200 

110—150 

125— 185 



New 

100—220 

100—200 

120—220 



Old 

60—100 

60—100 

70—110 



New 

66—85 

65—85 

60—100 


Copy Holders 

Old 

40—60 

40—60 

40—60 

30—40 


New 


35—45 

35—55 

28—38 

Section Holders . 

Old 

126—175 

100—150 

125—175 



New 

100—150 

85—125 

100 — 150 


.Assistant Section Holders 

Old 

70—98 

40—70 

65-85 



New 

60—84 

f T1 

60—75 


Mono Keyboard Opera- 






tors and Lino Opera- 






tors .... 

Old 

80—125 

80—125 

80—100 



New 

70—105 

70—105 

70—105 


Monocasters 

Old 

30—36 

30—35 

35—50 



New 


28—33 

30—45 


.Machine Jeqiadars 

Old 

70—98 

40—50 

80—100 

40—50 


New 

60—84 


70—85 

35—46 

-Compositors (Salaried) . 

Old 

30—65 

30—65 

Grades 

Grades 





ranging 

ranging 





from 

from 





60—90 

25—45 

Binders 

Piece Workers 

Grades 

Grades 

Grades 




ranging 

ranguig 

ranging 




from 

from 

from 




25—50 

30—45 

15—36 




and 

(new) 

(new) 




26—46 



^Mechanics 

Scales 

ransinft 

80—100 

125—150 

60—76 (Old) 


from 30—40 ' 

70—85 

100—125 

45—-60 (New) 


and 40—65 

45-50 






35—40 






32—37 



Head Mechanics . 

Old 

200—250 


150—200 

76—126 


New 

140—175 

125^170 

125—170 

65—106 

Labourers . 


18—19 

lA—16 

17 

15 

Warehousemen . 


20—30 

18—24 

18—25 


29. The Controller of Printing who replied 

to our 

questionnaire and 

^gave oral evidence before us stated that for the five presses and the Sta- 

tionery Office under his control there is at present a 

complete chaos in 

regard to salaries. So far 

as the higher posts in the Department are 
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■concerned, the scales of pay were lowered on Indianisation and iji was 
-the Controller s opinion that no criteria seemed to have been adopted for 
the fixation of the scales of pay on Indianisation. As regards the subordi¬ 
nate services, he said that there was a multiplicity of grades for similar 
posts and there were local variations not explicable on the basis of higher 
costs of living in particular places. For instance, in the Press at Aligarh, 
the existing rates of pay were the lowest. This, he said, was not so much 
the result of a difference in the cost of living between Aligarh and other 
places where there were Government Presses. He attributed it to the 
fact that the rates at Aligarh were fixed when the Press was under the 
•control of the Posts & Telegraphs Department and that the same rates 
•were continuing. 

30. As regards the higher posts, the Controller agreed that the general 
■scales of Class I and Class II would suit hisVsenior staff. As regards the 
workers, hb was of the opinion that the rates claimed by them before us 
were too high; that with the exception of a few Presses, like the Times 
-of India, the Baptist Mission Press, etc., which turned out high grade 
work at higher charges, few private enterprises till recently offered better 
terms in the matter of pay and other benefits than the Government 
Presses. There were not many people in the Presses who were kept on a 
■^daily rated system or treated as casual workers. Nor was there much 
work to be done on the piece-rate system. The workers complained that 
a large number of people were kept as temporary workers though they 
had bben there for a long time continuously. It is not possible to say how 
far this is due to conditions created by the war. If, however,' such a 
practice continues after such emergency conditions have ceased to exist, 
the general recommendation that we have made that it would not be fair 
to keep on a temporary basis any large number of people who have, in 
effect, been working continuously, as if they were permanent will apply. 
To encourage the more efficient worker, he agreed that in respect of certain 
categories it might be advantageous to try something like an efficiency 
bonus system giving extra remuneration (beyond the regular salary) in 
mspect of better outturn according to rates fixed after appropriate tests. 
Even under the existing system, certain salaried workers had tb produce 
a minimum outturn in default of which deductions wouM be made in their 
remuneration. The bonus system will not differ much in principle from 
the existing system but has this advantage over the piece-work system that 
the worker is assured of his permanent salary in any event so long as he 
did honest work. He was also of the opinion that a bonus system of the 
above kind could be worked without sweating the worker or even* allowing 
him to put himself to an undue strain to earn extra emoluments. It seems 
to us that the system may, with proper safeguards, be tried for some 
time. Eepresentatives of operators also agreed with- this view*. We were 
informed that this system of extra payment for additional work was being 
tried in the case of Lino and other Operators. 

31. We are not sure if it will be practicable to prescribe uniforin scales 
of pay for all the Government Presses which are situated in such different 
places as Simla, Delhi, Aligarh and Calcutta. Theoretically, it may no 
•doubt be said that the differences in cost of living between these various 
places may be provided for by local allowances; but considerations of 
-market value have a greater bearing in the case of empolyees of this kind. 
The demand for Press workers must obviopsly be different in a place like 


•Mr. Joshi ia however not in favour of the bonus system. 
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Caloutte from what it is in Aligarh. In the case of industrial workers, so' 
much depends upon the local conditions of the industry that it will not be 
practicable or right to attempt to prescribe albindia scales. Even in the 
matter of leave, the right course will be that such workers should be dealt 
with like other industrial workers.* 

32. The clerical stafl of the Presses and the Stationery Office claimed 
that there was no justification for treating them difietently from the 
clerical staff in the Secretariat and the Attached Offices. They went so 
far as to say that the Assistants and Head Assistants in their Department 
should be assimilated to Assistants and Superintendents in the Secretariat. 
There may be justification for claiming that no such differentation should 
be made so far as routine clerks are concerned,_ but we are unable to agree 
that the work of the Assistants and Head Assistants in this Departments 
can be treated as comparalple to that of an Assistant or Superintendent 
in the Secretariat. This was also the view of the Controller and he also- 
contradicted the assertion of his ministerial stiaS that a higher type of 
work, such as supervisory work was being extracted from routine clerks, 
thus depriving them of their legitimate dues. Neither the- information hr 
our possession nor the evidence of the Controller supports the assertion 
made on behalf of the ministerial staff that clerks in well-established con¬ 
cerns received higher salaries all round for doing the type of work that they 
were doing. The Controller was, however, of the opinion that in the case 
of the clerical establishment and lower paid industrial staff, the restoration 
even of the scales that existed before 1931 would not be adequate as basic- 
pay on 160 index of cost of living. 

33. The staff of these departments complained that Government have 
not treated them fairly in the matter of their provident fund. They stated 
that in 1920, a Provident Fund- system was promised, but the rules relating 
to it were not published till 1930 and that when the rules were published 
it was found that the system was not similar to that given to railway 
employees because Government oonHbuted only one-sixteenth to the- 
Provident Fund of these people as against one-twelfth in the ease of the 
Eailway. We do not see how we can change what has so far happened. We- 
have elsewhere recommended that in the case of industrial workers, a 
Provident Fund system analogous to that applicable to Railway employees- 
will perhaps be better than a pension system. It will be for the Govern¬ 
ment to consider whether the advantage of the higher contribution can be 
given to existing employees in the Printing and Stationery Department. 
So far as future employees are concerned, it would perhans be better to 
give thepi tfie option of accepting either the benefit of the Provident Fund 
or a Pension system because the workers who appeared before us stated 
that if an option were given to them today, they would prefer to go back 
to the pension system unless they were given the benefits of the Railway 
Provident Fund system. The ministerial staff made it a grievance that 
they could not rise beyond the place of Assistant's whatever may be the- 
length of their service. We do not see our way to help them in this respect 
because it does not seem to us practicable to convert the whole establish¬ 
ment of the different Government Presses into a single cadre so as to 
provide better opportunities for promotion. Nor does it seem to us 
justifiable to increase to any considerable extent the maximum of their 
scale of pay merely as compensation for the non-existence of avenues of 
promotion for them. Another way in which the same matter was pressed 

♦The views of Messrs. Vadilal and Joshi on this point are given in the Section relating 
to Labour. 
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was by a suggestion that the proportion of higher posts in the department 
to the lower grades should be such as to provide adequate opportunities 
for each employee to reach a maximum pay of Es. 500 by the time of his 
retirement. Here again, a comparison was drawn between the proportion 
obtaining in the Secretariat between Assistants and routine clerks and the 
corresponding proportion in the Presses. It is impossible to suggest that 
there should be more Assistants than the work of the Departiment demands. 

34. Some grievances were sought to be urged before us on behalf of the 
staff and workmen of the P.S.V.'s Press. The Controller st&ted that this 
press is not under his control, and the staff admitted that the manage¬ 
ment rested with the Assistant Private Secretary to His Excellency the 
Covernor General. We doubt if our reference includes the employees of 
the P.S.V.’s Press. It must be left to the proper authorities to give effect 
in such manner as they deem fit to the recommendations that we make in 
respect of the Presses admittedly under the control of the Government. 
We cannot ignore the fact that there are certain special considerations 
appUeable to the employees of the P.S.V.’s Press and some of the grievan¬ 
ces urged seem to a certain extent tb result from these special considera¬ 
tions. 

35. In regard to gazetted posts we recommend that the post) of Controller 
should be on the scale of Es. 1,600—1,800. The Deputy Controllers and. 
Managers of the Presses whose charges are at present deemed to be class 
I charges may be on the senior scale of Class I, i.e., Es. 600—1,150. Assist¬ 
ant Controllers and Manager, Forms Press may be on the Class II scale of 
Es. 500—800 while posts of Store Examiners, Assistant Managers may be 
on the lower ranges of the Class II scale with a maximum of Es. 650 
and Inspectors on a similar scale with a maximum of Es. 560. The Manager 
of Publications may be on the Class I scale with a salar;y of Es. 600—920. 
Overseers may be on the range of Es. 245—15—440—20—500. For 
the ministerial posts such as clerks, tyjjists, stenographers, head clerks, 
head assistants and Superintendent our recommendations in regard to 
subordinate departmental offices may appropriately be applied. In accord¬ 
ance with our general recommendations that there should be a clean cut 
between the Secretariat proper and offices of departmental heads at head- 
•quarters of Government of India, we consider that the office establishment 
of the Controller should be dealt with not on a separate basis as attached 
office but on the same lines as for offices of heads of d'fepartmehts working 
directly under the Government of India. 

36. In regard to the pay scales of industrial employees and -.ubordinate 
technical posts, they have been the subject of enquiry by a special officer. 
Mr. Whitley, whose report pointing out the several anomalies in' the pay 
and classification of posts has been brought to our notice. The report has 
drawn attention to the very large number of designations in various cate¬ 
gories, simplifications of the supervisory categories into six main groups, 
i.e., three grades in the Foreman Class and three grades in the Assistant 
Foremen Class. It has been suggested that the designations of other 
principal types of posts, namely, compositors, distributors, readers, copy 
holders, revisers, binders, should be retained but divided into different 
grades depending upon the responsibility attached to the posts in the 
different classes. On this basis the special officer has suggested, after 
careful examination, the lines on which remuneration for similar categories 
could be made equal, taking note of the difference in nature and condi¬ 
tions of work. It is not possible for us to examine and suggest specific 
scales for each post in the Presses. We consider that uniformity may be 
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established by classifying the existing posts including many of the Super¬ 
visory posts according to the nature of the work and responsibility and the- 
scale required may be fitted into one or other of the following grades:— 

Ra. 30—i—35 Ra. 60—6/2—76 

Rs. 36—1—60 Ra. 76—3—105 

Ra. 40—1—60—2—60 Ra. 126—6—186 

As regards the highest grade of Foremen a scale of Es. 150—10—280 seema 
appropriate. Eeaders though classified as amongst the industrial groups 
really pertain to the Class III (ministerial) group and they may be 
assigned into one or other of the following scales:—^ 

Rs. 64—3—86—4—125 
Rs. 120—8—200—10/2—220 

Head Eeaders may be allowed Es. 250—10—300—15/2—330. In any 
new classification we consider it essential that there should be uniformity 
in designation also so that employees- may have the satisfaction of know¬ 
ing that similar categories are similarly remunerated in the different 
presses. 

0.—COMMONWEALTH RELATIONS DEPARTMENT 
This Department started as a separate entity during the war period.. 
The subjects dealt with by the Department include relations between India 
and the Dominions, Welfare and safeguarding of interests of Indians in the 
British Commonwealth, administration of the Indian Emigration Act and 
the Reciprocity Act 1943 and matters connected with the Haj. During the 
war period an additional function, namely, the maintenance of evacuees in 
India and the repatriation from India of evacuees to their homes and con¬ 
nected questions were added to the work of this Department. The main 
executive branch under the Department is that of the Controller General of 
Emigration—a post at present combined with that of the Joint Secretary in 
the Department. Under the Controller General are offices of Protectors of 
Emigrants at Madras, Mandapam, Tuticorin, Negapatam, Vizagapatam,. 
Calcutta, Chittagong, Bombay and Karachi. Besides the usual Secretariat 
posts for which our general recommendations in that regard would apply, 
this Department has at its headquarters and in offices subordinate to it the 
following main types of posts:— 

^ Ri 

Haj Officer ........ 1,160 

Protector of Emigrants— 

At Madras ...... 400—60/2—700+260 speoiat 

pay. 

At other places ..... Various rates fixed on an ad 

hoe basis e.g., Calcutta—900' 
+ pension ; Mandapam— 250 
—60/2—400 ; Tuticorin— 
176 — 16/2 — 220 — Bombay 
and Karachi—^part-time ap¬ 
pointments of other officers 
serving at these stations. 

The subordinate st^S in the various emigration offices are on different scales, 
which appear to bear some sort of relation to local Government scales and 
have no uniformity. Besides the above establishments in India, the offices 
of the High Commissioners for India in South Africa and Australia and 
Agents to the Government of India in Ceylon, Burma and Malaya are in 
charge of this Department. Our observations in regard to the office of the 
High Commissioner for India in the U. K. vide section J of the Report 
dealing with Commerce Department, will apply with equal force to the 
establishments of the Commonwealth Relations Department serving over¬ 
seas. 
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No. F. ll(15)-EII/46 

GOVERNMENT OF INDIA 

FINANCE DEPAETMENT 
New Delhi, the ITth June 1946 

From 

G. Swaminathan, Esq., O.B.E., 

Deputy Secretary to the Government of India. 

To 

The Chairman, Central Pay Commission, “Goverdhanam” 
MYLAPOEE POST, Madras. 

Sir, 

I am directed to enclose lor vour information a copy of a Press 
Communique dated the 17th June 1946 announcing the decision of the 
Government of India that all changes in scales of pay which may be 
decided upon in the light of the Central Pay Commission’s recommenda¬ 
tions will be given effect to from the 1st January 1947. 

2. I am to suggest in this connection that, if the Pay Commission see 
no objection, their recommendations in regard to the revision of pay 
scales may kindly be made available to the Government of India as early 
as possible in advance of their recommendations on the other points 
included in their terms of reference. 

I have the honour to he. 
Sir, 

Your most obedient servant, 
G. SWAMINATHAN, 

Deputy Secretary to the Government of India. 


Copy OF Government of India, Finance Department, Eebolution No. F. 
11(11)-E.11/46, DATED THE 3ed July 1946 

With reference to paragraph 4 of Finance Department Eesolution 
No. F. ll(ll)-EII/46, dated the 10th May, 1946 containing the terms 
of reference to the Central Pay Commission, the Governor General in 
Council has been pleased to decide that the words' 

“and also civilian Government servants whose pay is charged to 
the Defence Services estimates,’’ 

shall be added immediately after the words- 

“and Eailway servants as defined in paragraph 101, State Kailway 
Establishment Code, Volume I” 

occurring in that paragraph. 
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ing the scales of pay of posts which will be brought on to its cadre. As 
emphasised there, the scales of pay proposed are only the basic scales for 
service men andNve have proceeded on the assumption that for the extra 
expenditure involved on overseas duty, members of the Foreign Service 
will be compensated by the grant of appropriate allowances towards housing, 
cost of living, and expenditure which is required to be incurred in connec¬ 
tion with the discharge of their duties. In view of the diversity of condi¬ 
tions prevailing in different countries, it would not be possible for us to 
make any specific suggestions as regards the amount of these allowances. 
In fixing them, Government will no doubt take into consideration not only 
the cost of living in the areas where India’s accredited representatives will 
be functioning, but also the scales of expenditure sanctioned for representa¬ 
tives of other important States in these countries. As regards the minis¬ 
terial staff of these offices located outside India, we have elsewhere observed 
on the lack of uniformity in regard to the scales of pay and allowances and 
recruitment or deputation of personnel. As in the case of the Indian 
Foreign Service, it would be a step in the right direction to attain greater 
uniformity in respect of the terms allowed to the staff of the offices of Indian 
representatives abroad. For reasons we have explained in dealing with the 
staff under the High Commissioner for India in the II.K., we refrain from 
making any specific suggestions regarding scales of pay for staff of these 
offices since the matter will hinge on the question of policy as to the extent 
to which subordinate and lower grade staff should be recruited locally in 
foreign countries or be sent out of India on suitable deputation terms and 
if the latter course is followed, whether there should be a eommbn cadre 
for such class of subordinate posts. In the following paragraphs we propose 
to deal only with certain of the Legations to limitrophe countries where 
deputation of Indian personnel is the general practice; The case of the 
administration of British Baluchistan will be dealt with in a separate 
chapter dealing with other Chief Commissioners’ provinces. 

4. Among the gazetted posts (which are not borne on the cadre of the 
Political Service) which are attached to various Political Agencies'are:— 

(a) The Sikkim & Bhutan Agency .—Assistant Political Officer. Extra 

Assistant Political Officer. 

(b) The Trade Agency, Oartok .—Trade Agent. 

(c) The Gilgit Agency .—Indian Assistant. 

(d) The British Legation at Nepal .—First Secrtary, Archivist and 

Treasury Officer. 

Most of these posts are listed in the Class II Service but carry rates of pay 
ranging from Es. 200—450.’ If in the future. Government desire that thej 
should continue as a Claes II service on the basis that as at present these 
posts will be avenues of promotion from the subordinate services, it would 
be reasonable even if uniform rates of pay were fixed to -limit the maximum 
to Es. 500 or 590 as thb case may. be in the Class II scale, according to the 
nature of the duties and responsibilities. 

5. A number of ministerial posts with varying scales are also borne on 
the cadre of Agency Offices such as the Sikkim and the Bhutan Agency, the 
British Trade Agency, Yatung, Gyantse Agency, the British Trade Agency, 
Gartok; the Gilgit Agency, the British Legation. Nepal and the consulates 
at Pondicherry and Marmagoa. For the purely ministerial and lower posts 
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iin these offices, it would be reasonable to apply our general recommenda¬ 
tions in the case of subordinate departmental offices. Special conditions of 
'Service in some of these places may require the grant of local compensatory 
allowances unless the policy is to recruit personnel for service in these 
-agencies from adjoining areas only. 

6. Besides the ministerial posts, there are in the subordinate services a 
•number of technical posts such as those of— 


Ba. 


Sub-Assistant Surgeon, Gyantse Agency 
Compounders, Gyantse Agency . 
Sub-Assistant Surgeon, Gilgit Agency . 
Tahsildar, Gilgit Agency 
J!faib Tahsildar, Gilgit Agency 
Headmaster, Gilgit Agency 


. 90—276 

. 60 
. 350 

. 200—10—300 

. 80—160 
. 120—160 


Various scales ranging from 
20—li—36 to 70-1?—100. 

. 80—100 
. 76—100 

. 76—100 

. 80—136 

There are also certain gazetted posts of Civil Surgeon (Rs. 500—^900) and 
Eesident Engineer (Es. 250—760). For these technical posts whether 
gazetted or non-gazetted a suitable guide may be found in the scales we 
diave suggested for comparable posts in other Central departments. 

Q.—LABOUR DEPARTMENT 

The main subjects which are handled by the Labour Department 
-are; — 


Teachers, Gilgit Agency 

Forest Banger, Gilgit Agency 
Sub-Inspector Polioe, Gilgit Agency 
Jailer, Gilgit Agency . 

Overseers. Gileit Aeencv 


International liubour Organisations; International Labour Conven¬ 
tions; Labour relations and Welfare of Labour, Labour 
Legislation with particular reference to safety measures in 
Factories and Mines, Labour Statistics, Technical Training 
Schemes and Resettlement of Demobilised Personnel- 


'Besides the regular Secretariat posts, the Labour Department headquar- 
"ters at present includes the heads of certain executive or advisory bran¬ 
ches like the Chief Advisor of Factories and Chief Labour Commissioner 
and the Director General of Resettlement. 

2. A(s regards the Secretariat proper, our recommendations about 
different grades of Secretariat staff would apply here also. We would, 
in particular, invite a reference to our comments suggesting that there 
should be a clean cut between the Secretariat offices proper and Head¬ 
quarters Executive offices and that ministerial staff in the latter offices 
should draw pay in accordance with our recommendations relating to the 
offices of heads of departments working directly under Government or 
other subordinate offices as the case may be. 
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3. Chief Labour Commissioner’s Organisation. —This organisation in¬ 
cludes the following non-ministerial posts;— 

Category of post Present scales Commission’s recommenda¬ 

tions 


Glass I — 

Chief Labour Commissioner 
Regional Labour Com¬ 
missioner. 


Bs. 

1800—60—2000 

1000—60—1400 


Class II — 

.Conciliation OfSoera . . 400—<100 


Class III— 

Labour Inspectors . . 180—340 


Rs. 


1,600—1,800 

800—1,160 


500—850— (Class I Junior 
scale). 


180 (Prob.)—200—10—300— 
16—460 


Consistent with the ceiling figures which we have prescribed for civil 
servants’ salaries generally and in view of the fact that the above scales 
had been fixed during the war period, we have thought it proper to modify 
these salaries on the lines indicated above; the Chief Labour Commis¬ 
sioner being placed on the same level as the head of a smaller depart¬ 
ment and the Regional Labour Commissioner on the senior scale of 
Class I. In view of the nature of the duties to be discharged by Con¬ 
ciliation Officers, we feel that they should have sufficient status as 
well as considerable experience of Labour conditions. Direct recruiii- 
ment of young men to the post may nob be expedient. It would be 
preferable to promote experienced Labour Welfare Officers or Inspectors. 
At present the scales of pay for Labour Welfare Officers in each depari;- 
ment varies. The Labour Welfare Officer has an important function bo 
perform under rather difficult circumstances. His status cannot well be 
lower than that of a Class II Officer.* 

4. O^ffice of the Chief Adviser, Factories. —^The main posts in bhi's) 
organisatioi are :— 


Category of post Present Scales. Commission’s recommenda¬ 

tions. 


Rs. Rs. 

Class I —• 

Chief Adviser of Factories Not fixed, last in- 1,600—1,800 

cumbent being 
allowed Rs. 2,600. 


Dy. Chief Advisor . . 1,300—50—1,700 1,000—1,400 


Class II — 

Mechanical Assistants 
Architectural Assistants 
Draftsmen 


250—10—400 

250—25—450 ./250—10—300—15—450 

150—250 . . As in C. P. W. D. 


These scales were also fixed during the period of the war and for the 
reasons which we have indicated in Part II, we consider that they require 
modification on the lines mentioned above. 


* Mr. Joshi is even prepared to suggest that some of the Labour Officers who hold 
difficult charges should be given Class I grade and scale and that even those offioera 
in Class II should run up to the maximum of Class II scale. 
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6. The Goal 'Mines Welfare Fund is administered by an otganisation 
at whose head is the Coal Mines Welfare Commissioner- The post of 
Commissioner is- borne on Central Service Class I and at present carries 
a pay of Es. 20004-400 special allowances. While his pay is brone by 
the Central Government, the salaries of the staff under the Coal Mines 
Welfare Commissioner are paid from the Coal Mines Welfare Fund 
though their conditions are governed by Government Eules and Eegula- 


tions. The" other main posts are:— 


OleusT— 

Rs. 

Chief Welfare Officer ..... 

. 750—1,000 

Secretary . ' . . . 

. 450—700 

Class JI— 


Inspector of Labour Welfare .... 

. 400—600 


We recommend that the Commissioner ipay be placed on a scale of Es- 
1,300—1,600 or 1,600—1,800 according as Government may decide to treat 
the post as ranking with a junior administrative post or a post of a head 
of a department. As regards the other officers their posts may, without 
any material change in the classification or the range of pay, be fitted 
into the scales we have recommended for Class I and Class II posts. For 
ministerial and subordinate posts, our recommendations in regard to staff 
of subordinate departmental offices would furnish a suitable guide. 

6. TUe Office of the Director of VnsTcilled Labour 'Coal ).—This pffice 
which still functions under the Labour Department is a vestige of the 
larger organisation which was built up during the war period to speed up 
recruitment of labour for the needs of the army as well as the augmenta¬ 
tion of labour force for coal mines geneirally. We are not making any 
special comments in regard to the posts home on the cadre of this orga¬ 
nisation as presumably its duration is likely to be temporary. 

7. The Director General of Resettlement and Employment .—^Thia 
organisation is at present by far the largest under the Labour Depart¬ 
ment. The Directorate General was established when it became neces¬ 
sary towards the end of 1945 for the Government to assume responsibility 
for the resettlement and employment in civil life of demobilised per¬ 
sonnel and discharged workers. The Labour Department was placed in 
adminitrative charge of the scheme for setting up a co-ordinated resettle¬ 
ment and employment organisation. A 5-year scheme was prepared 
though the staff for the various organisations under the scheme was. sanc¬ 
tioned on a 3-year basis. The scheme includes a Eesettlement Advisory 
Service whose duties are to contact demobilised personnel at release cen¬ 
tres and explain to them the procedure to be adopted for contacting the 
appropriate employment bureau or employment exchanges or training 
centres where vocational or technical training facilities will be provided- 
There are trade testing bodies whose function it is to test demobilised 
tecEncians with a view to determining their skill and suitability for ,vsrions 
technical appointments or further training. One of the schemes included 
in the plan is the training of ca:-Service personnel for whom jt was pro¬ 
posed to provide 30,000 seats in over 100 training centres, utilising as far 
as possible* the machinery set up during war time. Special 
machinery was also set up for vocational training of demoBilised service 
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personnel including ea:-service women and for the rehabilitation of dis¬ 
abled service personnel. An organisation of resettlement employment 
exchanges with branch exchanges and sub-exchanges is also administered 
by the D.G’s organisation. The main categories of staff are as below: — 


H'eadquartert staff 


Rs. 


Class I —- 

Director General ...... 3,000 

Deputy Secretary, Under Secretary, Assistant Usual scales for Secretarial 
Secretary. offices. 

Regional Director.ICS grade pay 4- 300 olr 

1750—2000 (non-ICS). 

Deputy Director.Grade Pay + 200 or 1,000/ 

1,250. 

Class 11^ 

Assistant Director ...... 600—800 

Superintendents.On Secretariat or Attached 

Office scales. 

Class III and Class IV Services .... Do. 


Training Branch 

Class I— 

Director ........ 2,000—2,400 

Senior Deputy Director ..... 1,600 

Deputy Director ...... 1,000—1,400 

Regional Inspectors ...... 760 

Class II — 

Supply Officers . . . . . . 260—400 

Specialist Instructors . . . . . 750—000 

Ministerial and Lower Staff .On various local scales. 

Resettlement <fc Employment Services 
Class I — 

Chief Resettlement Advice Officer . . . 1,500 

Dy. Chief Resettlement Advice Officer . . . 1,100 

Resettlement Advice Officers .... 650 

Director of Employment Exchanges and Director of 1,750—2,000 
Publicity. 

Deputy Director, Employment Exchanges . . 1,000—1,260 

Manager, Central Employment Exchange . . 900—1,100 

Manager, Regional Employment Exchanges . . 800—960 

Director of Employment ..... 2,000—2,400 

Senior Dy. Director of Employment . . . 1,500—1,750 

Junior Dy. Director of Employment . . . 1,000—1,260 

Assistant Director of Employment . . . 850—1,000 

Assistant Director of Publicity .... 725—900 

Deputy Statistical Officer . . ... . 600—-1,000 

Managers, Sub-Regional Exchanges . . . 600—750 

Card Index Officers ...... 500—750 

Assistant Statistical Officer .... 350—750 

Non-gazetted —- 

Assistant Resettlement Advice Officers —X 

II 
III 

Asstt. Managers, Sub-Regional Exchanges 

II 

Investigators ..... 

Technical Assistant .... 

Publicity. 

Class I — 

Regional Publicity Officers ..... 600—700 

460—600 
. 200—300 


. 250 

. 200 
. 150 

. 300—450 

. 200—300 

. 200—400 

. 150—300 


Assistant Publicity Officers 
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Rs. 


Disabled Personnel Organiaalionf 


Deputy Director of Training (Disabled) 
Dy. Chief Rehabilit .tion Officer . 
Assistant Director, Training . 
Regional Inspectors of Training . 
Senior Rehabilitation Officer 
Junior Rehabilitation Officer 
Managers of Training Centres 
Dy. Managers of Training Centres 
Director of Vocational Training . 

Dy. Director of Vocational Tr aining 
Asstt. Director of Vocational Tr aining 
Regional Inspectors of Training . 
Vocational Trade Testing Officer 
F oreman Instructors . 

Supervisory Jnstruotors 
Instructors .... 


. 1,000—1,260 
. 750—-850 

. 600—800 
. 300—400 

, 500—550 

. 200—240 

. 650—700 

. 400—450 

. 1,750—2,000 

. 1,000—1,250 

. 725—900 

. 600—600 
. 450—550 

. 200—300 

. 135—195 

. 70—120 


All the above scales of pay were fixed during the war period mainly on ad hoc 
considerations, and on the basis that the greater part of the personnel would 
be recruited from-among service men in 1 he process of demobilisation. They 
accordingly bear no relation to the normal scales and much less to the post- 
1931 scales. We understand that the Central Government have undertaken 
the responsibility for maintaining this organisation only for a maximum 
period of 5 years, after which it is open to the provinciah governments to 
take them up, .particularly the Employment Exchanges, as going concerns. 
In this view we refrain from making any recommendation about permanent 
scales of pay for these posts. Any future recruitment for them even on a 
temporary basis will we exp^t be not on the present abnormal terms but on 
scales approximating to those we have recommended for posts of similar 
responsibility in other departments. 

In regard to ministerial and lower grade staS, our general recommenda¬ 
tions in the ease of non-secretariat departmental and subordinate offices 
should apply. 


R.—LEGISLATIVE DEPARTMENT 

The Legislative Department deals with the following subjects; — 

Advice to Departments on legal matters including interpretation of 
laws, scrutiny of Statutory Rules and Orders, legal proceedings 
and conveyancing. Drafting of Central Legislation and 
Conduct of business in the Indian Legislature. It also controls 
the Secretariat of the Council of State. In its charge are the 
Advocate General of India and other Law Officers, the Federal 
Court and all special Tribunals like the Income-tax* Appellate 
Tribunal, the War Pensions Appellate Tribunal and the special 
tribunals set up under the Criminal Law Amendment Ordi¬ 
nance 1943. 

In regard to the Secretariat Staff proper including higher officers, ministerial 
staff and categories now designated as ‘inferior’, our general recommenda¬ 
tions can suitably be applied. 
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2. There are however a number of specialisjb posis—■ 


Bs. 


Class I — 

Solicitor to the Govemmeat of India . 
2ad Solicitor . . . . , 

Aaaistant Solicitor .... 

Class JJ~ 

Junior Legal Officer . . . . 


3000 

1,000—1,600 

760—960 


600—600 


Superintendents and Assistants in the Solicitor’s Branch are at present on 
the same scale as Secretariat Superintendents and Assistants. Eeoruitment 
to the pbsts of Solicitors is made sometimes by selection from experienced 
Solicitors in active practice and sometimes from persons belonging to the 
judicial service. In the former case it may be worth considering whether 
the arrangement should not be on a contract basis as it would be difficult to 
equate the posts with those_^in the regular administrative services. If we 
are to make any recommendation at all, it can only be for scales of Es. 2,000 
for the Solicitor, Es. 1,000—1,400 for the Second Solicitor and Es. 800— 
1,000 in the senior scale of the Class I Service for the Assistant SoUoitor. 
These scales will be consistent with the recommendations we have made 
regarding the ceilings of Civil Servants salaries and with the practice in the 
U. K. where the pay of Law Officers bears a fair relation to that of the 
administrative Civil Servant. There can be little difficulty in applying the 
above scales to the Solicitors if they are appointed from ihe Judicial 
Service. For junior legal officers the Class n scale of Es. 500—710 
would be suitable. 

3. As regards Tribunals we do not propose to make any recommendations 
in respect of ad hoc ones like the special Tribunals imder the Criminal Law 
Amendment Ordinance 1943, as they are constituted on a temporary basis 
for a specific purpose.* Nor do we deal with the staff of the Federal Court 
whose conditions of service are left to be determined by .the Chief Justice, 
the more so as we understand that their scales of pay were only recently 
revised. In regard to the Income-tax Appellate Tribimal, we were informed 
that the organisation is permanent though a number of its branches are still 
temporary. Of the posts on the cadre of the Tribimals, the following are 
the more important ones: — 


InooTne4ax Tribunal 

Class I — 

President 

Members 

Registrar .... 
Assistant Registrar 


Rs. 


3,000 

2,500 

1,000—1,500 

600—760 


We believe that the appointments of President and Members are on a 
tenure basis and they are taken from the legal or judicial lines and from 
practising’accountants. We therefore doubt if we are expected to make any 
recommendations about their emoluments. If we are to make any, we 
would equate the Members with Commissioner of Income-tax and fix a scale 
of Es. 1,800—2,000 for them. On this basis a fixed pay of Es. 2,250 will 
be appropriate for the President of the Tribunal. This is the figure at which 
we are fixing the pay of certain posts (like Joint Secretary) now carrying a 
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pay of ils.. 3,000. The posts of Registrar and Assistant Registrar wherefor 
knowledge of both legal and income-tax practice is required^ may carry the 
scales of pay we have suggested for comparable stafi in the Income-tax 
Department. The Registrar will have Rs. 1,000—50—^1,400 (like the 
Assistant Commissioner). The Assistant Registrar will be in the Jumor 
-Scale of Class I. 

In regard to the ministerial and lower grade staff of the Tribunals our, 
recommendations in the case of offices of Heads of Departments fimctioning 
directly vmder the Government of India will apply. The Registrar of the 
Tribunal has conveyed to the Commission the suggestion of the President 
that the pay of the Stenographers to the Members of the Tribunal should be 
raised. According to our present recommendations the Stenographers 
attached to the Members and President of the Tribunal veill be on a scale of 
Rs. 160—330, provided the same qualifications as those prescribed for the 
Secretariat are observed. We make no differentiation between the Steno¬ 
grapher attached to the President and those attached to the Members of 
■the Tribimal as we are not in favour of a system of special allowances. 

S.—MISCELLANEOUS SECRETARIAT DEPARTMENTS 

There is no need for us to deal at great length with those Departments 
-which have no offices other than their own Secretariat Offices e.g. the 
■Oabinet Secretariat, the Secretariat of the Governor General (Reforms), 
the Secretariat of the Governor General (Public) and the Secretariat .of 
the Governor General (Personal). What we have proposed for various 
grades of Secretariat Offices in general will apply to the staff of these 
Secretariats as well. The Establishment Officer to the Government of 
India and his office are in the Cabinet Secretariat while the Secretariat 
cf the Governor General (Public) deals with another authority, that is, 
the Federal Public Service Commission. The pay and conditions of ser¬ 
vice of Members of the Federal Public Service Commission are governed 
by rules framed imder ths.Statute. The Office of the P.B.C. is, however, 
at present treated as an Attached Office for purposes of regulating the 
^pay scales of its staff. In reply to the questionnaire, the F.P.S.C. have 
emphasised that the standards of remuneration should be fixed with refer- 
ance to the standards of living considered desirable and appropriate for 
persons in various grades; and while it may be necessary on the ground 
of scarcity value to offer imusually high salaries for certain specialist 
appointmeuts, the converse should not apply i.e., there should be no justi¬ 
fication for Government paying less than a fair living wage for a parti¬ 
cular grade of Government servant merely because the supply of men 
for that grade exceeds the demand. We have kept this point of view before 
us in dealing with the standards of remuneration. Another point which 
the Commission have emphasised is that the guiding principle when formu¬ 
lating new scales should be equal pay for similar duties and responsibi¬ 
lities regardless of sex and regardless of the office-in which the duties are 
performed, abandoning the present distinctions between Secretariat, 
Attached and Subordinate Offices. Representatives of staff of the Com¬ 
mission who appeared before us also pleaded vehemently for removing the 
distinction which exists between the Secretariat and the Attached Office 
in the matter of scales of pay and asked for a freer interchange of per¬ 
sonnel between Attached Offices and Secretariat so as to improve pros¬ 
pects of promotion. While we appreciate the feelings of staff of Attached 
Offices in the matter, we are unable to reconnnend that all staff of the 
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F.P.S.C.’s Office should be assimilated ia, the matter of scales of pay to^ 
the staff of the Secretariat Departments. Our remarks regarding the 
desirability of making a clean cut between the Secretariat and other Head¬ 
quarters Offices will hold good in the ease of the Office of the F.P.S.C. 
as well. Having regard to the nature of the duties performed, it may 
be found possible to determine to what extent this office should have any 
categories of staff belonging to the Secretariat scales. 

2. Section 305 of the Government of India Act lays down that the- 
salaries and allowances of persons appointed to the Governor General's- 
Secretariat shall be determined by the Governor General in his discretion. 
While this is the constitutional position, by convehtion the practice has- 
always been to apply to. the staff working in the Secretariat of the Governor 
General the salaries and conditions of service which apply to correspond¬ 
ing personnel imder the rule-making control of the Secretary of State or' 
the Governor General-in-Council as the ease may be. The Secretary to 
the Governor General (Personal) is also the Private Secretary to the- 
yiceroy. The pay of the Deputy Private Secretary, Asstt. Private Secre¬ 
tary and the Asstt. Secretary and of the Secretariat staff in the P.S.V.’s- 
Office is determined on the same basis as applied to similar staff in the 
Government of India Secretariat Offices. We consider it desirable that 
this position should continue and as and when our recommendations in' 
regard to Secretariat staff in General are approved by Government, the- 
extension of the same basis to the staff of the Governor General’s Secre¬ 
tariat should also be considered. 

3. One of the technical branches under the P.S.V. is a Press which-, 
contains the usual type of posts as in Government presses. Employees of 
this Press have represented to us that although initially their scales were- 
fixed 25 per cent, more than the scales of pay allowed to the Government of 
India Press in Calcutta, in 1939 there has been an equalisation of term. 
They complained that it would be unjust if future promotions of persons 
who were in service before 1938 were to be modelled according to the 
Government of India Press scales because they were not treated as full 
fledged industrial workers in the sense that employees of Government of 
India Press were and their prospects of advancement were also more 
restricted. A further complaint made was that the employees were not 
allowed the same freedom in the matter of participating in Union activi¬ 
ties as in other Presses. We consider that prima facie the terms which 
we have suggested for Government presses in general could appropriately 
be applied to the P.S.V.’s Press. In the absence of fuller infor¬ 
mation on the point, we are unable to say whether the work in this office 
is more onerous or responsible so as to justify additional remuneration. 
We can merely bring to the notice of the authorities the grievances that 
were expressed in this respect for such action as may be considered- 
suitable. 

4. The personal staff of the Viceroy also include the Military Secretary 
and Aides-de-Camp who are Defence Service personnel. The Military 
Secretary’s Branch deals with the administration of the staff and house¬ 
hold of the Governor General. The Civilian posts include—^Assistant Se¬ 
cretary—Es. 900—50—1,000; Superintendent—Es. 500—20—600; Assis¬ 
tant to Comptroller Es. 400—20—600; Treasurer, Assistants, etc. Es. 170 

500. Unlike'the P.S.V.’s Branch, the cmlian staff in this Branch do 
not_ appear to be on Secretariat scales of pay. If this is the correclr. 
position, we have no remarks to make. 
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The Legislative Assembly Department deals with all business connect¬ 
ed with the duties imposed on the Secretary of the Legislative Assembly 
by the rules - and standing orders for the conduct of business in the- 
Assembly, questions connected with accommodation and travelling andv 
daily allowances of Members, the administration of the staff of the depart¬ 
ment (including inferior and Watch and Ward staff) and the library of 
the Legislature. The Secretary of the Department works under the 
direct administrative control of the President of the Legislative Assembly. 
The conditions of service of the staff are in theory subject only to the 
rule-making control of the legislature; but by convention the scales of 
pay applicable to corresponding staff under the rule-making control of the 
Governor General in Council have been applied to the staff of the Assembly 
Department. 

2. In reply to our questionnaire, while suggesting the application of 
the old scales of pay for all staff and certain increases in the scales of pay 
for reporters, stenographers and mferior servants generally, the Depart¬ 
ment have also suggested an increase in the scales of pay of the Secre¬ 
tary and the Deputy Secretary -of the Department. The scales of pay 
for these posts had been fixed with a view to direct recruitment of suit¬ 
able members from the Bar, but the claim as now made seems to place 
these two posts on a level with similar posts in the Government of India 
Secretariat. We have been referred to the view recorded by the then 
President of the Legislative Assembly, Sir Abdur Eahim, in a note dated 
9th April 1936 to the following effect:—“The duties of Secretary are 
getting more and more onerous every day. They are certainly far 
more onerous today ‘ than in 1928 when the scales were fixed 
and I think it is less easy now to justify the great difference in the pay 
of the Secretary of the Department as compared with that of Secretaries 
of other Departments especially the Legislative Department.” It is not 
for us to canvass this opinion. The present scale of pay of the Secretary 
is Es. 2,500—75—3,250, as against Es. 4,000 for the Secretaries of the 
Government of India Departments. Having due regard to the views which 
we have expressed in regard to the ceiling for higher salaries generally, 
we cannot at this stage recommend an upgrading to this high level merely 
for the sake of uniformity. For the future, however, if the Government of 
India are prepared to accept the recommendation of the late President of 
^e Assembly we see no reason why our recommendation as regards 
Secretaries in other departments should not apply to the Secretary of the 
Legislative^ Assembly Department -also. The present scale of the Deputy 
Secretary is Es. 1,300—1,700 (Eevised) but tbe Department have recom¬ 
mended reversion to the old scale of Es. 1,500—2,000 with a further 
special pay of Es. 400. As there is no reason to differentiate the post 

Deputy Secretaries we recommend that the scale of 
±ts. I,d00—60—1,800 which we have proposed for Deputy Secretaries in 
other departments would be appropriate. 

3. For the ministerial and inferior staff of the Assembly Department' 
our general recommendations with regard to corresponding staff in the 
Secretariat would be suitable. In the case of Council Eeporters as against 
the restoration of the old scale of Es. 450—25-7-750 we recommend a 
scale of Es. 450—25—500—30^—710. We would invite attention to the 
suggestion we have made earlier to the effect that it would provide a 
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proper incentive to the stenographers at Government headquarters if they 
are also given a chance when the selection of reporters is made. The 
Department have asked for a scale of Bs. 150—10— S50 for Translators. 
Consistent with the recommendation we have made elsewhere for Trans¬ 
lators in the I. & B. Department, we consider the scale of Es. 160—10— 
330 would be appropriate. As regards the Watch and Ward Assistants 
the Department have proposed a scale of Es. 100—10—250 for the junior 
Assistants and Es. 120—10—300 for the senior Assistants against the 
existing scale of Es. 60—150 and Es. 80—200 respectively. We consider 
a ^ade of Es. 80—5—120—8—200 adequate for the junior Assistants, 
while the posts of senior Assistants may be on a selection grade of 
Es. 120—10—250. 

U.—POLITICAL DEPAETMENT 

The Political Department which functions under the Governor Gene? 
ral in his capacity as Crown Eejiresentative deals with all business con¬ 
nected with the exercise of the functions of the crown in its relations 
■with Indian States. At the head is the Political Adviser to the Crown 
Eepresentative and next below him is the Pohtical Secretary. The 
Secretariat contains the usual type of posts in common ■with other Secre¬ 
tariat's. Eelations with Indian States, are maintained on behalf of the 
Crown Eepresentafive through an organisation of Eesidents or Political 
Agents—there being a grouping of the smaller States for the fimotioning 
of certain political agencies. The Ofifice of the Crown Eepresentative 
has been constituted under Letters Patent and in accordance with the 
powers vested in him the Crown Eepresentative has directed that rules 
made from time to time by the Secretary of State or the Governor 
General in Council (and all orders of the nature of interpretation of such 
rules) as the case may be shall be applied mutaiii mutandis in relation 
to persons wholly or mainly employed in connection with the exercise 
of the fimctions of the Crown in its relations ■with Indian States. In 
.view of the fact that special provision has been made under Section 145 
of the Government of India Act (1935) for meeting the expenses of the 
Crown in connection with Indian States, the staff serving under the 
Crown Eepresentative are not directly under the rule-making control of 
the Governor General-in-Council and as such their conditions of service 
do not fall directly within the terms of our reference. 'Nevertheless in 
view of the convention mentioned above' it is not unlikely that our re¬ 
commendations, in so far as they apply to staff under the rule-making 
control of the Governor General in Ooimcil, might also be extended to 
the case of the staff under the rule-making control of the Crown Eepre- 
sentative. It is for this reason that we have, though not at great length, 
dealt ■with the appointments in the Political Department. 

2. As far as the Secretariat of the Political Department is concerned, 
as already stated, it contains the usual type of posts and if the present 
practice of treating this Secretariat on a par with other Government of 
India Secretariats continued, our recommendations in this behalf for the 
Government of India Secretaries might be formd appropriate for all 
grades of "posts in the ease of the Political Department Secretariat also. 

3. All the superior posts on the cadre of the Political Department are 
at present manned by members of the Indian Political Service which 
functions both for the Political Department as well as for the External 
Affairs Department. It is not possible for us to foresee to what extent a 
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iBommon cadre maj continue in the future or if there will be a politioai 
oadie at all for filling posts dealing with relations with Indian StateSa 
AH that we can say at this stage is that for any Indianised cadre, the 
general recommendations which we have made, in para. 64 of the Eeport, 
Pt. II, in the case of the Indian Foreign Service or para. 62 ibid in the 
case of the All India Administrative Service are likely to form a satis¬ 
factory guide. 

4. Besides the superior posts on the cadre of the Political Service, 
there are in the various residencies and Political Agencies a number of 
ofhei gazetted posts as well as technical posts since certain local areas 
are administered by Eesidents or Political Agents. The following state¬ 
ment gives some indication of the variety of these posts:— 

iSysore Residency — 


K*. 


lExtra Assistant to the Resident 
I St Class Magistrate 
Excise Superintendent 
Veterinary Superintendent 


500—25—600 (Cl. II). 

250—700 

375 

125 to 300 (old) 

110 to 260 (new). 


T}y. Controller of Civil Supplies 
House Surgeon, Bowring Hospl. 
Surgeons, Pathologists etc. . 

Dy. Conunissioner of Police 
A^t. Commissioner of Police 
Inspector of Police 
Chief Fire Officer 
Inspector of Schools . 

District Mxinsiff 


ad hoc scale of 1211. 

175 to 400 

176 to 400 
150 to 300 
400 to 500 
376 to 400 
200 to 325 
200 to 325 
800 to 1,000 
250 to 600 


Treasury Income-tax Officer and Financial Adviser 500 to 850 


Central India Agency— 

Judicial Officer, Mhow 


. 800 to 1000 (old) 


Judicial Officer, Heemuoh ■ 
Asstt. to the Political Agent 


600 to 800 (new) 

600 —700 (old) 

280—500 (new) + 76 S. P. 
460—600 (old) 

280—500 (new) 


Baroda, Western India <k Oujrat Agencies — 
Assistant Secretary ... 
Accounts & Finance Officer, Rajkot 
Deputy Political Agent 
Dy. Superintendent of Police 


300—600 (old) 
280—600 (new). 
300—600 (old). 
280—600 (now). 
300—600 (old). 
280—600 (new). 
250—750 (old) 


Gr. 1—475—600 
Or. 11—250—450 


Bunjab State Agency — 

Assistant Secretary ..... 

Registrar. 

Extra Assistant to the Resident in Kashmir f 
Assistant Secretary ., Kolhapur Residency 
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Madras Stales AgenCjf — 

Assistant to the Besident 
Manager & Treasury Officer 

Hyderabad Residency ^— 

Asstt. Secretary & Treasury Officer 

Manipur Political Agency — 

Registrar .... 

Military Adviser in Chief 1. S. P .— 

Financial Advisory Officer . 
Superintendent .... 

Ajmer-Meru!ara~~ 

Railway Magistrate , 


Sub-Assistant Surgeon 

Compounders 
Nursing Superintendent 
Nursing Sisters . 

Charge Nurses . 

Indian Nurses . 

Sub-Inspector of Police 

Head Constables 
Police Constables 
Deputy Inspector of Schools 
Headmaster, Elementary Schools 

Treasure Assistants . 

Head Accountant 

Manager, Residency Press . 

Foreman . . . , 

Compositors . . . . 


600—800 

300-350 


800—1,000 


175—226 


860—1,200 

600—700 


. 300—800 (old). 


250—750 (new). 

regard to ministerial and sub¬ 
instances givea 


Rs. 

300—400 
100—200 (old). 

100—176 (new 
36 to 100 (old). 

40—90 (new). 

22 and 20. 

16 and 15. 

160—200 (old). 

126—176 (new) 

80—120 (old). 

70—100 (new 

35—69 (bid). 

30—55 (new). 

90, 80, 60. 

60—120 (old). 

75— 150 (new). 

76— 200 (old). 

65— 170 (new). 

28—40 
250—350 
120—180 (old). 

140—180 (new). 

70—100 

31 and 23. 

75—150 (old). 

70—130 (new) 

42, 38 and 35. 

22—30 
75—150 
35—66 (old). 

30—60 (new). 

160—200 + 60 S. P. 

80—100 (old). 

75—86 (new). 

176—225 (old). 

150—195 (new). 

75—100 (old). 

66— 85 (new). 

Various grades from 16 to 35i- 


^'here is even greater variety of scales in 
ordinate Technical posts as will be found from the 
below:— 

Mysore Residency — 

Superintendent . 

Upper Division Clerk . 

Lower Division Clerk . . 

Jemadar 
Peons 
Sheristedar 

Head Clerk 

Revenue Inspector and Clerks 

Sub-Inspectors Excise 
Veterinary Assistants 
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Rs. 

Assistant Inspector of Schools .... 150—350 

£xoise Inspector ...... 250—300 (old) 

175—260 (new). 

Sub-Inspector, Excise ..... 100—120 (old) 

60—90 (new). 

Jail Superintendent and Medical Officer . . 500 

Jailor. . 120—260 (old) 

, 100—200 (new). 

.Assistant Jailer _ . . . . . . 40—96 (old) 

35—80 (new). 

Warders • . - • • • • • 20—26 

JSeadmtuster ....... 30—35 

■ Sub Assistant Surgeon ..... 125—140 (old). 

60—120 (now). 

Superintendent, Opium Faootry .... 150—300 

■Factory Chemist ...... 40—120 

Warehoiise Clerk ...... 36—55 

Inspectors of Police . . . . . . 260—300 

Sub-In^eotors of Police ..... Grades ranging from 70 to 150. 
Head Constables . . . . . 30—46 Including Railway 

Police & Malwa Bhil Corps. 

Constables.• . 22—27 

This lack of uniformity in regard to scales of pay for similar cste- 
igories of staff imder the Crown Bepresentative serving in different places 
is due partly to the circumstance that so far there has been very little 
uniformity in regard to scales of pay of ministerial and lower poste among 
•departmental offices of Central Government generally and also to the 
fact that in many oases staff are borrowed from the service ol other Gov¬ 
ernments and for that reason the scales of pay bear some sort of relar 
tion to- the scales prevailing in adjoining provincial areas from which per¬ 
sonnel are usually recruited. Our general observations re^rding the 
proper classification of posts, the principles of salary determination and 
the desirabUity of having uniform scales for the same categories of poste 
carrying similar duties and responsibilities will apply to the staff of the 
Political Department as well. On that, basis we would suggest that for 
the ministerial and lower posts, our recommendations in the case of sub¬ 
ordinate departmental offices of the Central Government would appear 
to be appropriate. The only differentiation which we would make in 
regard to ministerial scales would be to suggest that in the case of 
offices of Eesidents of Political Agents working directly under the control 
■of the Political Department, the special scales which we have suggested 
in this behalf in Pt. Ill of the Eeport may be applied. 

In regard to the gazetted posts not borne on the cadre of the Political 
Service, suitable scales may be found within the range of the Class II 
scale while for subordinate technical posts such as those of Sub-Asstt. 
Burgeons, Nurses, Deputy Inspector of Schools', Headmasters, Teachers, 
Sub-Inspectors and Inspectors of Police, etc., a suitable guide may be 
found in the scales of pay recommended elsewhere in the report for posts 
ol comparable description or responsibility. 

W.—DEFENCE DEPAETMENT 

By the amended terms of reference we have been required to deal 
also with the conditions of service of civilians paid from Defence Esti- 
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mates. In complying with this requisition, we must however, record 
at the outset that our examination o£ the terms and conditions of ser> 
vice of these categories of staff has, for obviou^ reasons, not been as 
thorough and complete as we would wish as in the case of other civil 
servants. For one thing in the case of these categories there has been- 
no proper classification of posts \mder the Classifioation, Control and 
Appeal Eules since the Civil Service Classification, Control and Appeal 
Rules do not directly apply to them. For the same reason, rules and 
regulations tiiat are framed in regard to civilian employees generally do- 
not also apply to civilians paid from Defence Estimates unless they are 
80 made applicable by specific Army Instructions. The absence of a 
proper classification has also been apparently responsible for a lack of 
homogeneity among this class of personnel in matters of recruitment, 
pay, emoluments, disciplinary control, etc. 

2. The subjects dealt with by the Defence Departinent include con¬ 
trol of the Army (including the Auxiliary and Territorial Forces and tho^ 
I.M.S.), the Royal Indian Navy and the Royal Indian Air Force, Mili¬ 
tary Works, Acquisition and hiring of Lands on behalf of the Defence- 
Services, Local self-government in Cantonment areas and Ecclesiastical 
affairs. 

8. The Defence Department contains a Secretariat machinery which 
controls the three armed services. At its head is the Defence Member.; 
The main branches of the Army General Headquarters are respectively 
under:— 

(i) the Chief of the General Staff who is responsible for coordinate 

ing all questions of military policy; 

(ii) the Adjutant General who is responsible for raising and main¬ 

taining military forces and reserves, for the distribution of 
units, and for framing regulations giving the conditions of 
service of defence personnel including pay and allowances, 
leave, promotions, discipline and welfare; 

(iii) the Quartermaster General who is responsible for the pro¬ 

visioning of the defence services, the movement and trMS- 
portation of troops and maintenance of military fatms» 
canteens, and pioneer and labour units, etc.; 

(iv) the Master General of Ordnance who is responsible for tKo- 

design, ’ production, provision, storage, maintenance and r®-* 
pairs, inspection and salvage of all Ordnance Stores aii4 
Army equipment. But the work of this branch has recentiy 
been distributed between the C.G.S. and Q.M.G.; 

(v) the Engineer-in-Chief who is the head of the Military En¬ 

gineering Services which execute works on behalf of th»- 
three Armed Services; and 

(vi) the Director of Medical Services. 

The R.I.A.F. and the R.I.N. have each its separate HeadquartM®.; 
Each of the three fighting services has in turn its own lower formatiraw- 
in all of which a civilian element is interspersed, with military personnel'. 

4. The Defence Department Secretariat contains the usual type of 
Secretariat posts but certain posts are filled by militaiy personnel. 
Cases in point are posts of Entitlement Officer, Medical Adviser, O.S.D, 
Establishments, Director of Military Lands and Cantonments. In as 
much as it is essential to have uniformity among employees in all grades- 
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ill the Govermnent of India Secretariat, our recommendation is that so 
far as civilian personnel employed in the Defence Department Secre¬ 
tariat are concerned, their conditions should be on a par with those of 
corresponding civilian employees in other Secretariat Departments. In 
regard to posts held by Commissioned Officers,, we expect that such dis¬ 
parity as exists in the terms of remimeration will be greatly reduced 
and reasonable parity be established when the revision of the terms of 
pay of Indian Army personnel takes place. 

5. Mr. Mason, Joint Secretary, Defence Department who replied to 
out questionnaire has stated: — 

“It is believed that economy' would result in the end from the 
provision of a standard of remuneration at each level parti¬ 
cularly in the lower grades which would provide reasonable 
standard of living, some certainty regarding home affairs 
and some prospect of advsmcement; the number of messen¬ 
gers for example could be reduced if the standard were 
raised, but a better type of men can only be found if con¬ 
ditions are improved. In general it is suggested that for 
all grades of Government servant there should be greater 
content if Government were to provide the minimum re¬ 
quirements together with a comparatively small pay from 
which' there would not be large o'utgoings. In other words 
Government should provide more in kind and less in cash 
e.g., every employee of the Central Government should be 
provided with accommodation according to his grade, and 
this should bo rent free, the rent element in pay being 
removed. Provision should also be made for free- medical; 
dental and opthalmic attention and the following at cheap 
subsidised rates:— 

Transport to and from office; education; means of recrea¬ 
tion’’. 

There is considerable force in these observations. While we agree that 
there should be ameliorative measures for low' paid employees generally, 
we can see our way to recommend initially only certain concessions and 
these we have indicated in our recommendation in Part II. Unless Gov¬ 
ernment are in a position to afford similar benefits for staff of all depart¬ 
ments, it would be invidious to allow extra benefits to the staff of certain 
departments merely on the ground that facilities can more easily bo 
provided in these cases. Another proposal we have received from the 
Defence Department relates to the continuance of the war-time profi¬ 
ciency allowance for stenographers. We have dealt with this point in 
the Section dealing with Secretariat and Headquarters offices. 

fi. G.H.Q. includes a number of Directorates besides the branches 
mentioned above. For purposes of unified control, all office staff of the 
G.H.Q. are under the administrative control of the Chief Administrative 
officer, Defence Department. The following are the principal categories- 
of Civilian officers employed in G.H.Q.;— 

Scientific Officers ...... . TRs. 1,250—1,750 

Administrative Officer . . ■' Re. 1,000—1,260' 

Dy. Assistant Director Rs. 1,060—1,2.50''' 

Officers Supervisors (on various .scales) . Rs, 900—50—1,150 

Rs. 650—80 jO 

Rs. 400—25—600 
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Civilian Gazetted Officers (on various scales) . . Rs. 400—-20—-600 "I 

Bs. 700—25—850 / 

Superintendents . . - . . . . . Rs. 500—^40—-700 


Assistants Upper 
Assistants Lower 
Ilnd Division 


Bs. 400—20—,500 
Bs. 350—25—450 
Bs. 200—12—440 
Rs. 90—250 with seleC' 
tion Gr, 250—300 


III Division ........ Bs. 90—^170 

I.A.C.C. Upper Division ...... Bs. 120—300 

I.A.C.G. Upper Division (Selection Grade) . . • Bs- 300—300 

I.A.C.C. Lower Division ...... Bs. 00—144 

Stenographers . . . . . . . . Bs. 125—300 

Lady Clerks— 

Grade ‘A’ . . -.Bs. 300—400 

Grade ‘B’ ........ Bs. 200—*260 

Grade ‘G* . . . . . . . . Bs. 100—150 

Translators ........ Bs. 200—440 (old) 

Rs. 200—400 (Revised) 


There are also, civilian staff on different scales of pay engaged as photo¬ 
graphers, draftsmen, estimators, etc. Inferior establishment- such as 
Becord Sorters, Daftries, Peons, etc., are at present on the same pay as in 
the Secretariat. 

7. In an earlier section we hatie dealt with the scales of pay of Secre¬ 
tariat staff generally. The position of the G. H. Q. in relation to the 
Defence Department Secretariat is not the same as that of the establish¬ 
ment of the C. B. E. and D. G. P. & T. to the respective Secretariats. 
In our view to the extent that the work done in G. H. Q. is similar to 
that done in the Secretariat e.g., in the case of routine clerks and steno¬ 
graphers the rates of pay in the two offices could be similar but we see no 
justification for a wholesale assimilation of all existing categories such as 
superintendents, assistants and clerks in the G. H. Q. to the categories 
employed in the Secretariat Departments. Such a claim has been pressed 
before us by the D. H. Q. Association who asked for the upgrading of the 
post of Officers Supervisor to the level of Assistant Secretaries and of 
Superintendents to the level of Secretariat Superintendents, and by represen¬ 
tatives of the I. A. C. C. who asked that posts held by them in G. H. Q. 
should be treated on a par with that of Secretariat Assistants. The Chief 
Administrative Officer whom we questioned on the point did not support 
the claim that I. A. C. C. men could all be absorbed as Assistants forthwith 
since a considerable proportion of them—more than 50 per cent, among 
them—were only doing routine work. Since also in the case df the G. H. Q., 
the amount and quality of noting work on cases involving policy matters 
would appear to be much less than in a Secretariat Department proper, 
we consider that the position of the G. H. Q. cannot be regarded as different 
from that of offices of heads of departments at headquarters directly working 
under the Government of India. On that basis the provision of a number of 
posts in the scale of 80—^20 (as for graduate clerks) which will replace the 
Ilnd Division clerical grade should be adequate and it would be for the 
authority concerned to decide what number of Assistants posts, if any, on 
the scales recommended by us should be retained on the ground that there is 
the class of work to be done by noting assistants of the higher grade. We 
also consider that posts of Superintendents on scales of pay equal to those 
of the Secretariat should be allowed only in certain major branches where 
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the work is deemed to be equal in quality and importance to that done in 
the Secretariat. For the rest the scales for similar posts in offices of heads 
of departments working directly under the Government of India would 
suitable. Other posts may according to responsibility be fitted into the 
range of Class I senior scale (Es. 600—1,150) or Class II (Es. 275—800) 
with initial pay higher than the minimum and the top pay lower than the 
maximum where necessary according to the nature of the post as the case 
may be. The latter scale should ordinarily suffice for Civilian Gazetted 
Officers and Officer Supervisors who may be treated on a line with adminis¬ 
trative Officers. In regard to the grades of Lady Clerks we feel that what¬ 
ever may have been the position during the war times it will tend to greater 
uniformity if in the future such posts are assimilated with the ordinary 
clerical grades. As explained in' the section relating to race and sex our 
general conclusion is that there is no justification for differentiation in the 
emoluments of such posts on the basis of sex. One grade of clerks about 
whom we would make special mention are the Hollerith Machine Operators 
who made a representation before us that although they were matriculates 
and possessed the same minimum qualification' as 3rd Division Clerks in 
G. H. Q., they were on a lower rate of pay and were merely allowed a 
meagre machine allowance of Es. 5 to 15. It appears that in certain 
branches of G. H. Q. even Assistants and Ilnd Division clerks are employed 
on these machines. We recommend that all Hollerith Machine Operators 
be given the same pay as Clerks in which case the special pay will not be 
justified, 

8. The Chief Administrative Officer, G. H. Q. whom we examined 
agreed that it was possible and desirable to separate the civilian personnel 
doing ministerial wolk with Army services into a distinct cadre and stated 
that a proposal was already under consideration for putting the establish¬ 
ment of the G. H. Q. (barring s few technical supervisory and administrative 
posts) on a civilian footing on the same basis as the Secretariat. The 
representatives of the three services whom we consulted merely wished to 
retain administrative control over the machinery. We commend the 
proposal. 

9. Lower Formations ,—While the bulk of the ministerial staff in lower 
formations (t.e., Command Headquartere and Units) are Head Clerks, 
Clerks, Typists, Stenotypists, etc., there are also a number of non-clerical 
appointments held by civilians. In thispategory are storemen, storekeepers, 
language instructors, draftsmen, translators, overseers, telephone operators, 
victualling agents, civilian drivers, electricians, fitters, blacksmiths, painters, 
carpenters, motor mechanics, etc. on monthly rates besides a large body of 
employees like watercarriers, sweepers, etc. on uerrick rates of pay. We 
recommend that as far as possible the rates of pay for such staff in lower 
formations should correspond to the rates we have recommended for civilian 
staff doing similar work in civil departments of the Central Goyerbment 
e.g., Eailway, P. & T. and P. W. D. 

, 10. A distinction was sought to bC made on the ground that the majority 
of such civilians were amenable to discipline under the Army Act. In 
some cases they are also liable for service anywhere in India and in others 
even for service overseas or for field service. To a limited extent when on 
field service certain categories of staff have been allowed some benefits 
which are allowed to enrolled personnel. Tn'the representations made before 
us, representatives of staff generally were apt to refer to the disabilities and 
hardships to which they were subjected on account of such incidents of 
service including the lack of a proper system of appeal as was provided under 
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the Classification, Control and Appeal Eules for civilian employees. On this 
ground the Civilian employees of the Department were disposed to pitch 
their claims very high and demanded some of the privileges allowed to 
enrolled personnel while claiming at the same time parity with civilian 
employees in the matter of scales of pay, leave etc. 

11. Special mention must be made of the Educational staff employed in 
Army Schools such as the K, G. E. I. M. Colleges at Jhelum, Ajmer, 
Belgaum, Jullundur and Bangalore and Army Schools at Pachmarhi 
P. W. E. I. M. College, Dehra Dun and Lawrence E. I. M. School, Sanawar. 
The principal types of posts are: — 

Principal, P.W.R.I.M. College ..... Rs. 550—1,750 

Principal, Lawrence School ..... Rs. 750—1,000 

Assistant Masters, P.W.R.I.M. College . . . Rs. 400 — -1,500 

Senior Masters in the K.G.R.I.M. . . . . Rs. 250—350 

Indian Assistant Masters ...... Rs. 180—300 

* 

In regard to the teaching staff of these institutions belonging to different 
grades, we recommend that the scales of pay should correspond with what 
we have recommended in the Section dealing with the Education Depart¬ 
ment for similar categories of education staff. Ministerial and lower grade 
staff attached to these institutions including persons belonging to the 
artisan categories, may be on the scale we have /ecommended for such posts 
in the departmental offices. 

12. E.'in-G.’a Branch. —The Engineering Branch of the Defence Services 
at whose head is the Engineer-in-Chief, contains a large number of posts in 
which civilians with engineering qualifications are employed. The main 


categories are:— 

Civilian Engineers (UK recruited) .... I.S.E. scales of pay. 
Civilian Engineers (rooruited in India) .... Rs. 400—60/2—.800 

Asstt. Civilian Engineers .... Seale (a) Rs. 300—-16—460 

(6) Rs. 476—825 (old) and 
Rs. 400—-860 (new) 

Civilian Surveyors (UK recruited) . . . ■ Rs. 460^—900 

Civilian Surveyors (others) .... (o) Rs. 300—60—460 

(6) Rs. 475—826 (old) and 

Rs. 400—850 (new) 

Surveyor Assistants— 

Grade I • H'S* 1^9—*450 (old) 

Rs. 150—400 (new) 

Grade II.. . Rs. 60—175 

Sub-Divisional Officers ...... Rs. 160—.460 (old) 

Rs. 160—400 (new) 

Overseers . . . . - • • • ■ Es. 60—^176 

Draftsiden.Different grades ranging 

l' rom Rs. 60/100 to 
160—300 

Storekeepers, clerks, etc. . . • Various scales ranging 

from— 

Rs. 46/100 to Rs. 
80/140 


The Engineer-in-Chief who replied to our questionnaire and also gave 
evidence before us explained that the M. E. S. are a quasi-military organisa¬ 
tion, where personnel subject to the Civil Service Eules were intended to 
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supplement the cadre of the Eoyal Engineers or the 1. E. The personnel 
baa a liability for overseas service as well as an 'all-India’ service liability. 
Ilurmg the war, the M. E. S. expanded considerably and the" question of 
.fixing the peace-time strength was stated to be under the consideration of 
Government. The .Engineer-in-Ghief explained that a considerable part of 
the establishment has to be kept on a temporary basis only in order to 
avoid excessive overhead expenditure, since the conditions of work in the 
M. E. y.-are such that the work varies from year to year and from area to 
area. He mentioned that certain proposals had been made by him and 
were under the consideration of Government with a view to Indianising the 
service and placing a large number of posts on a permanent basis to be held 
by civilians. Equating the posts of Assistant Garrison Engineers, Engineers, 
Grade II and Grade I with , posts of Assistant Engineers, Executive 
Engineers and Superintending Engineers in the C. P. W. D. respectively. 
Major General Hastead suggested that these posts could respectively carry 
the rates of .Rs. 350—20—730; 1,300—1,750 and 1,500—1,900. For subordi¬ 
nates such as Overseers, Sub-Divisional Officers, Surveyor Assistants, etc. 
he suggested two grades—Es. 200—400 and Rs. 150—250. In' the end 
he agreed that it would be fair if the M. E. S. staff could on all matters be 
on a level with officers and staff of the C. ,P. W. D. provided that the 
former are allowed a disturbance allowance as well as additional compensa¬ 
tory dllDwances when required to go on field service. On that basis he was 
agreeable to enforcing the same minimtim qualifications as for the staff of 
the C. P. ,W. D. 

13. We recommend that the scales of pay for the staff in the M, E. S. 
should be the same as for comparable categories in the C. P. W. D. We 
do not feel that there is any pistification for any special addition to pay for 
the mere liability to all-India service in, as much as the proposed basic sca’es 
would be uniform throughout India. In so far as the Field Service liability 
is concerned^ we consider that it would be sufficient if civilian personnel are 
during the period of field service, compensated suitably in the same manner 
as enrolled personnel are for the incidence of such service. 

14. The following types of personnel also serve in the several directorates 
of the G. H. Q. such as the Movement Directorate, Transportation 
Directorate, the Remounts Directorate, the Welfare Directorate and the Re¬ 
settlement Directorate:— 

Officer Supervisors ....... Rs. 900—’I.ISO (old): 

Rs. 660—’800 (new) 

Civilian Gazetted Officers ...... Rs. 400—20—^600 

Clerks— 

Ist Class.Rs. 130—150 

2nd Class . . . . Rs. HO—'130 

3rd Class ........ Rs. 60—HO 

Superintendents . . . . . . Rs. 90—260 

Supervisors ' . . . . . . Rs. 80—175' 

Asstt. Stores Officers ....... Rs. 250—460 

Veterinary Inspectors. •. . . . . . Scales ranging from— 

Rs. 120/170 to Rs. 200/ 
300. . 

Compoimders . . . . . . . . Rs. 20—40 

Hon-oombatants Unenrolled personnel s.g. Drivers, 

• Tailors, Bootmakers, Barbers, Dhobies, ' Cooks, 

Sweepers,Watercarriers, Labourers, etc. . . Nerrick rates of pay. 

We have already dealt with the pay scale of officer Supervisors and Civilian 
Gazetted Officers. In regard to the clerical posts (in which category may be 
included posts of Storekeepers where their duties are mainly of a clerical 
nature), our general recommendations regarding similar posts in Depart- 
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mental offices might be found suitable. For the posts of artisans or crafte- 
men possessing different degrees of skill it is not possible for us> to specify 
any rates of pay but our observations in regard to such employees in the 
G. P. W. D'. whose scales of pay in normal times are fixed on the basis of a 
schedule of rates would be relevant. 

15. The Department of the Judge Advocate General and the Medical 
Directorate contain only ministerial posts in the grades open to civilians. 
Our general recommendations in this regard will therefore be applicable to 
such post whether in the Directorates or in lower formations. In regard to 
the posts of Civilian Assistant Stores Officers in the Medical Directorate on 
scale Es. 340—500, we consider the Class II scale of Es. 275—560 would be 
adequate., 

16. The following posts exist in the Naval Headquarters; — 

Ba. 900—1,160 


C.G.Os. or Officer Supervisors 

• 




. Rs. 660—800 

Rs. 400—600 

Civ. Asstt, Naval Stores Officers 




« 

. Rs. 600—750 (old) 

Rs. 340—'600 (new) 

Dockyeud Personnel Officer. 





. Rs. 600—1,000 

Dy. Dockyard Officer 





. Rs. 400—600 

Medical Officer . 





. Rs. 350—660 

Superintendent . 





. Rs. 400—500 

Clerical Personnel 





. I.A.C.C. Rates 

Dockyard Principal Foreman 





. Rs. 476—535 

Senior Foreman . 





. Rs. 400—475 

Foreman . 





. Rs. 300—390 

Leadin^nen 





. Rs. 170—290 

Assistant Leadingmen 





'. Rs. 106—130 

Overseers .... 





. Rs. 50—70 

Compounders 





. Rs. 60—90 , 

Sisters .... 





. Rs. 100—130 

Nursing Sisters . 





. Rs. 160 

Matrons .... 





» Rs. 200—-300 

Storehousemen . 





. Rs. 200—300 (higher) 
Rs. 160—-240 (lower) 

Asstt. Storehousemen 





. Rs. 100—150 (higher) 
Rs. 80—120 (lower) 

Inspector of R.I.N. Police . 


. 

. 

• 

. Rs. 300—400 - 

Sub-Inspector . . . 

. 

• 



. Rs. 125—200 


Skilled Labour—Chargemen of Fitters, Fitters Copper- Rates varying from 
smiths, Eleotrioians, Turners, Shipwrights, Welders, Rs. 1/2 to 5/12 per 
Toolsmith, Blacksmith, etc. diem exclusive of 

dearness allowance. 

Unskilled Labour—Coolies and Labourers. . . Annas 0-14-0 to Rs. 

1-2-0 per diem. 

In the reply to our questionnaire the Naval Headquarters expressed them¬ 
selves in favour of the prescription of uniform, scales on an ‘all India’ basis 
for all similar categories of posts under the Central Government whether the 
cost is met from the Civil. Eailway or Defence Estimates. For loca' varia¬ 
tions, however, they suggested a grant of local compensatory allowances 
based on local conditions and expensiveness of the stations. They have 
made a suggestion, which we are inclined to support, namely, that liabi’ity 
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to serve in all parts of the country should ordinarily be limited to the higher 
grade appointments only. For ca'tegories where overseas service liability 
exists, they have recommended the grant of adequate remuneration in the 
form of overseas allowance. We understand that among the demands made 
to Government by the Dockyard Workers Union were: — 

(i) minimum monthly basic wage of Es. 55 and increase of dearness 
allowance to the scale recommended by the Bombay Textile 
Enquiry Committee; 

{ii) grant of house allowance, Bombay Compensatory Allowance to 
daily rated workmen (who are temporary employees) on the 
same basis as for permanent staff; 

(iii) grant of provident fund and gratuity benefits on the same scale 

as for liailway employees; and 

(iv) grant of casual leave and holidays with pay on the same scale as 

for monthly rated workers for daily rated temporary workmen. 

A representative of the Dockyard Workers’ Union urged before us the need 
for standardisation of wages and occupations since (he complained) the 
present rates are fixed arbitrarily and not after an analysis of jobs and 
processes. In his evidence he referred to the Eeport of a 
Committee (presided over by Mr. G. E. Pradhan) which had enquired into 
some of the grievances of the Dockyard Workers. Neither the official nor 
the staff witnesses who came before us indicated the nature of the recom¬ 
mendations of this Committee and on the assumption that the matter is 
already engaging the attention of Government we can only refer to this 
matter here. We recommend that in the case of Gazetted Officers like 
C. G. Os. and Officer Supervisors, the scales may be fixed according to 
responsibility within the range of Class II. For Medical and Nursing staff 
a suitable guide may be found in our recommendations regarding Railway 
Hospitals. For the Workshop staff of both the Supervisory and the Work¬ 
men categories, our observations in regard to similar categories on the Rail¬ 
ways would apply. 

17. Air Headquarters. —The Civilian personnel (gazetted officers) in this 
Headquarters such as Administrative Officers, Officer Supervisors etc., are 
getting the same rates of pay as staff in G. H. Q. Ministerial staff such as 
Superintendents, Assistants, Clerks (including I. A. C. C. clerks and Lady 
Clerks) are also on the sanie scales as for G. H. Q. In lower formations, 
the main types of posts are; — 

TJnit Clerks— 

Lower Divieion ....... Rs. 50—^160 (old) 

Rs. 46—100 (new) 

Upper Division ....... Rs. 100—260 ") Rs. 06— 

with Selection Grade ...... Ra. 260—300 k 800 

J (new) 

.fltorekoepers — 

Rs. 100—126 
Rs. 128—200 
Ra. 208—280 
Ra. 300—36(f 


Various grades .. 
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Rs. 120—400 
Rs. 80—200 
Rs. 40—116 

Tracers ........ Rs. 40—'60 

Bepresentatives of' a number of Associations of Civilian Cleris and Store¬ 
keepers of lower formations of the Army and Air Force gave oral evidence 
before us. One of the grievances sought to be made was that there were a 
large number of graduates recruited as Storekeepers and clerks who in spite 
of their qualifications did not draw the same scale of pay as Secretariat 
Assistants or remuneration in any way equal to those of enlisted personnel 
who were put ou similar duties. Paucity of opportunity for advancement 
and promotion was another grievance. It was complained that the civilians 
were subject to all the military disabilities such as control under the Army 
Act and liability for service overseas but had none of the privileges available 
to enlisted persons, such as Field Allowance, Separation, Lodging and 
Children’s allowances, rations etc. While pleading for assimilation of their 
conditions of service in all matters to those of civilian personnel, the staff 
representatives were unwilling to have their conditions of service regulated 
on the basis of other personnel in Civil employment such as in the Eailway 
Department and insisted on attaining parity with the highest paid ministerial 
service, namely, that of the Imperial Secretariat. One of the grievances 
which in our view deserves sympathetic consideration is the complaint that 
unit clerks were worse off than their compeers in^ higher formations or at 
headquarters and that those in units located at Delhi did not get the house 
rent or conveyance allowance which other ministerial establishments draw 
at headquarters. In regard to the scales of pay, we cannot accept the claim 
for equalisation with the Secretariat staff and after examining departmental 
witnesses we are satisfied that the nature of the duties and responsibilities 
does not justify such equalisation. We consider that our recommendations 
in regard to ministerial staff of subordinate departrnental offices 'should be 
appropriate in the case of ministerial staff of lower formations of G. H.-Qs. 
as well as of Naval and Air Headquarters. In regard to posts of storekeepers 
to the extent that special technical qualifications are not required and their 
duties are mainly of a clerical nature, the posts may be borne on the same 
scale as for clerks. Where a degree of technical knowledge is required (as 
was stated to be the case in regard to storekeepers of the B. I. A. F.) a suit¬ 
able guide may be found in the recorrimendations we have made in this 
regard about storekeepers in the Eailways. In regard to the other 
grievances, we understand that there is a clear channel of promotion from 
grade to grade and while sympathising with the demand that there should 
be adequate opportunities of promotion for personnel • from lovTer grades 
with necessary qualifications to the grade of C. G. Os., we are unable to 
recommend any reservation for departmental men on a percentage or 
exclusive basis. 

18. In regard to the Civilian services under the M.G.O. there has 
been during the war period, some readjustment of administrative control. 
The Indian Ordnance Service and the Factories run by them were tem¬ 
porarily placed under the control of the Industries and Supplies Depart¬ 
ment while the Inspection Wing of the Indian Stores Department was 
transferred to the control of the War Department for the duration of the 
war and has only recently been transferred back to the Industries and 
Supplies Department. We have dealt with the Inspection Wing in the 
section relating to the I. S.. Department- In the Ordnance Branch the 
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following are tne important posts for which the existing rates of pay and 
the rates recommended by the M.G.O. are given-sidS by side: — 

Pay proposed by M. Q. O. 
Present Pay on reoommendation of 
Wilmot Beport 

Ba. Bs. 

Director General, Ordnance Factories . 2,360 3,000—3,250 

Deputy Director General and ^Controller 1,600—2,000 2,260—2,600 

of Ohemioal Besearch Establishment. 

Assistant Directors and Superinten- 1,360—1,760 (NA)1,360—1,850 Gr. I 
dents. 1,100—1,460 (A) 1,360—1,660 Gr. H 

Chief Inspector of Stores and Clothing. 2,206—(full Col.) 

Inspector of Armaments . . . 1,360—1,750 

Director of Ordnance Laboratories, 1,250—1,760 
Chief Inspector of Explosives, etc. 

Deputy Inspectors of Stores . . 1,600 

Assistant Inspectors . Various scales ranging from Bs. 350/700 to 

600/1,050. 

Works Managers .... 860—1,260(N'A) 850—1,360 

660—1,000 (A). 

Senior S 9 i 0 ntiflo Officers . . 740—960 

Assistant Works Managers, Section 600^800 600—800 

Officers (Stores) 860—1,000 

Civilian Ordnance Officers . . 1 • 

Administrative Officers . .- . V400—2(f—600 

Indian - Electrical and Meohanioal J 
Engineers. 


Junior Scientific Officers . 

300—700 


Ordnance Officers (Civ. Stores) . 

340—600 


Principal Foreman .... 

800—700(N’A) 

660—760 

476—636(A) 


Foreman . ; . . . 

600—660(NA) 

660—700 


400—600(A) 


Assistant Forenisn .... 

375—490(NA) 



300—390 (A) 

426—640 

Technical Assistants 

375—650 


6hsrgeman 

200—350(NA) 
170—290(A) 

250—400 

Head Clerks 

) 

T 300—400 

Upper Division Clerks 

>■ Various scales 

W60—300 

Lower Division Clerks 

J 

J 60—160 

Section Clerk . . . . ' . 

37—64 


Civilian Workshop Supervisors . 

180—240 (enrolled personnel). 

Civilian Teohnioal Supervisors— 

Giif “ A ”. 

280—600 


Gr. “ B ” . . . . 

180—240 


Civilian Simervisor (Teobnkial Store- 

180—240 


keeper). 

Civilian Supervisor (Teohnioal) . . 

160—200 


Senior Scientific Assistants 

250—400 


Junior Scientific Assistants 

160—300 


Chemists—6 grades ranging from 

62—160 to 
360—460 


Laboratory Assistants 3 grades ranging 



from 

40—100 to 
. 166—200 


Draftsmen—grades ranging from 

76—100 to 

326—400 


Traders—grades ranging from 

40—60 to 
86—100 
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Meohanios, Elaotriaiaos,'Artificer, Ins- Oa various grades 
truotors, eto. , ranging from Rs. 

40—160. 

Daily rated employees—Labourers . Nerrick rates. 

Workmen on daily rates . . . Up to Rs. 5 per diem. 

Civilian Storekeepers . . . 375—450, 

300—350 

260—360 

Civilian Assistant Storekeepers . . 100—125 

160—260 

Storemen.60-^1-20 

45—105 

{N.B. —N^A = Noa-Asiatios. 

A=Asiatics.) 

Juiieut.-uenerai fciii' Jkeiinecii lioch:, Master General of Ordnance in inuia 
replied, to our questionijaire and gave evidence before us. ne agreed that 
in regard to basic scales of pay lor comparable posts in the categories of 
foremen, uliargemen, etc., it would be fair to equajie the (Jrdnance h'ac- 
tory scales with those in the liailway Workshops, except hi ^pe oase^ of 
^ertam hignly specialised branches deahng with armaments wuere out¬ 
side recruitment may have to be made in order to attract tne right typt^ 
of employee. The Wihnot Committee also have proceeded on ibe basis 
that most of the grades in the Ordnance factories may be equated with 
corresponding grades in the Jtlailway services. In the courae of his evi¬ 
dence the Master General of Ordnance also agreed that the saiary scales 
recommended in the- Wilmot report were in some cases high and would 
not fit in with the general salary levels which the Commission contem¬ 
plate laying down as a common basis for all Government servants. The 
Director General, Industries & Supplies was also of the opinion that the 
scales proposed by the Wilmot Committee for the top posts in the 
Ordnance Factories were High. We questioned them in particular re- 
gjurding the complaint made by staff representatives who gave evidence 
before us that the remuneration of scientists employed in the Ordnance 
Laboratories was inadequate. They sounded a note of caution since the 
word scientist had often been used loosely to connote different grades of 
employees. The M.G.O. also stated that wdth the help of the Chair¬ 
man, C-S.I.E., an attempt had been made to rationalise the scales of 
pay for the staff doing really scientific work in Laboratories and in regard 
to such staff parity existed with similar staff in the Alipore Test House. 
He also told us that the demand made by certain employees for a com¬ 
mon cadre for subordinate supervisory personnel. Foremen, Assistant 
Foremen, Chargemen, etc. would be impi^acticable and not be conducive 
to efficiency since different Factories specialised in different lines of pro¬ 
duction and personnel if freely interchanged might prove misfits. Among 
the points strongly emphasised by him were the discontinuance of the 
present system of Extra Temporary staff, as well as the abolition of the 
daily rated*system-and its replacement by a monthly rated system for 
all workers. It was his view that in the case of the Grdnance Factories 
the piece-work system must still continue, since a substantial amount of 
the work to be done at these Factories could be executed more efficiently 
only on a group piece-work system. 

19. From the Ordnance Department, representatives of associations 
covering a number of categories such as C.G.Os., Foremen, Asstt; Fore¬ 
men, and Supervisory and ministerial staff sent in representations »and 
furnished replies to our questionnaire besides giving e-vidence before us. 
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The complaint of the clerical associations was in the main regarding^ the 
temporary nature of their service and was directed towards the abolition 
of the category now called Extra Temporary which were regularly dis¬ 
charged every year on 31st March and re-employed on 1st April. Be¬ 
sides the absence of security of tenure, it was stated that temporary staff 
drew lower scales of pay and had leave term less favourable than those 
available to permanent employees. Though temporary staff were allowed 
the benefit of contributing to the I.O.F.W.P. Fund if was stated that 
the|re were certain establishments to which this benefit was not extehded- 
A further complaint was th^t ministerial staff were not entitled to a 
number of allowances such as education allowance, free medical treat¬ 
ment, electricity allowance, house-rent allowance etc. which certain main 
categories of permanent technical staff in Factories at present received. 
Other complaints were that clerical scales are not uniform in all Fac¬ 
tories and overtime was allowed in some places and not in others. As in 
other cases, the employees desired the clerical scales to be brought to the 
level of the scales now in force in the Government of India offices at head¬ 
quarters. Eepresentatives 6f the Ordnance Factory workers stated as a 
main grievance that daily rated men entering service remained till retire¬ 
ment on a daily rated basis with very little scope for increase. Minimum 
wages demanded for unskilled workers were Es. 45-75 and for skilled 
workers Es. 90—195 with dearness allowance on the scales recommended 
by the Eao Committee in the case of Eailways. The employees asked 
for Provident Fund benefits to be brought on a level with those allowed to 
Eailway employees, namely, an increase in the Government contribution" to 
cent per cent (of the employers contribution of 1/12) instead of 50 per cent, 
or 75 per cent, as is at present the case and the grant of a gratuity in addi¬ 
tion. Eepresentatives of the subordinate scientific or technical staff work¬ 
ing in the Ordnance Factories complained that there was no proper designa¬ 
tion or classification of scientific posts and the rates varied considerably and 
were inadequate in comparison with scales prevalent in other Government 
Departments. The main grievance of the Civilian Gazetted Officers appear¬ 
ed to be that Indian employees did not have the same scales of pay as 
European employees and the privileges allowed to cetrain non-Asiatic per¬ 
sonnel in the matter of house rent, education allowance, etc., were not ex¬ 
tended to all categories of gazetted officers. Two associations—^represent¬ 
ing Foremen of Non-Asiatic and Asiatic Domicile respectively—gave evid¬ 
ence before us. The former suggested a further increase in the s'Cales of pay 
which we cannot countenance, since their present scales themselves 
are high in comparison with what we have proposed for similar staff 
on the Eailways belonging to the non-gazetted categories and in some cases 
already equal the pay for gazetted categories like Assistant Works Managers. 
The complaint of Indian personnel was about discrimination against them in 
the matter of pay and allowances. They suggested that it would improve 
efficiency if for purposes of promotion there was an 'all India’ cadre for 
supervisory staff of Ordnance Factories. 

20. About the middle of 1945, a Departmental Committee imder the 
Chairmanship of Mr. E. Wilmot^ D. D. G. Ordnance Factories, had been 
appointed to review the conditions of service of the permanent staff of the' 
Indian Ordnance Factories and to recommend necessary modifications there¬ 
in to meet the needs of post-war conditions, fliough this Committee had 
submitted a report -in August 1945, the Ee|K>rt does not appear to have 
been published and no orders seem to have yet been passed, since most of 
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tbe staff representatives who gave evidence before us stated their demands 
were similar to those made before the Wilmot Committee but appeared to be 
unaware of the fact that recommendations relating to them had been includ¬ 
ed in the Keporf. Many of the grievances have been dealt with b^ the 
Committee in a generous and very sympathetic maimer in their report. The 
complaint about a large number of people being kept temporary and the 
peculiar practice obtaining in the Department of discharging staff every 
year on the 31st March and re-employing them on the 1st April must 
be reviewed in the light of the remarks contained in the Wilmot Committee s 
Report. As we expect the Report of the Committee to come under the 
consideration of Government in due course we do not dwell here at length 
on such of their recommendations as we have nothing to say about. 

21. The recommendations of the Wilmot Committee have generally been 
based on the system obtaining in the State Railways and are framed on pre¬ 
war conditions as a standard with a view to removing inequalities and hard¬ 
ships in the existing system. Tt was their view that the present terms of 
pay had failed to attract the right type of men and having regard to the 
.nature of the work in Ordnance Factories, it would be necessary to give 
Junior Gazetted Officers and non-gazetted grades more favourable terms 
than would be necessary in departments where recruits entered service with 
little more than academic training. They have suggested common basic 
scales for all officers and other grades of men of Asiatic and Non-Asiatic 
domicile—the latter being eligible in addition to overseas pay. We have 
not considered it necessary to refer in detail to the recommendations of the 
Wilmot Committee regarding pay scales for different posts but we accept tbe 
general suggestion that sqch scales should be modelled on the basis of what 
would reasonably obtain in the Railway Services for posts carrying duties 
and responsibilities. The Committee recommended overtime pay for all 
sections of the staff other than gazetted'officers, doing systematic overtime 
work. We have elsewhere observed that the system of overtime working 
should be reduced to a minimum and have expressed ourselves against the 
grant of overtime pay for ministerial staff, except so far as staff like clerical 
employees in Ordnance Factories observe the same hours of working as 
industrial employees. We see no objection to this category being treated 
on a par with industrial staff in the matter of overtime. The Wilmot Com¬ 
mittee has' observed that continuance of marriage allowance is unnecessary, 
but have recommended the grant of educational allowance to all employees 
of Ordnance Factories (excluding clerical staff) for the education of children, 
whether in India or outside up to a limit of 3 children, the allowance com¬ 
mencing at the age of 5 and continuing upto the age of 16 in the case of 
children of non-gazetted officers; and the allowances are to be at higher Tates 
when the children are educated outside Asia. We have been unable to get 
any satisfactory explanation for the exclusion of clerical staff from these 
benefits on the ground of repercussions, if the rational basis for the conces¬ 
sion is merely the low income of the employees for whom it is recommended. 
We have dealt with this question in Pfc. il, paras 79—81. We are averso 
to the perpetuation of benefits of a special kind to any particular sections of 
Government employees like Officers and certain technical staff of Ordnance 
Factories. Benefits in this regard should, if allowed at all, be common for 
employees of all departments and till Government are in a position to allow 
greater benefits uniformly, we cannot recommend anything more than what 
we have done in para. 81 of Part II. The Wilmot Committee have also 
recommended some liberalisation of the rules relating to compensatory allow¬ 
ance in Presidency Towns so as to enable residents of Calcutta or Bombay 
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to get the benefit. - They have recommended substantial benefit in the 
nature of house rent allowance if Government are not in a position to provide 
accommodation within 10 per cent, of employees pay. In the Case of certain: 
staff free supply of fumitiu*e, water, electricity, etc., have also been recom- 
mendfed. In all these matters we cannot agree to the employees of the 
Ordnance Factories being afforded special benefits which are not available 
to other Central Government employees. Our general recommendations in 
respect of compensatory allowance and house rent allowance would uniformly 
apply to all classes of Central Government employees. 

22. In dealing with the grievances of temporary clerical staff, the Wilmot 
Committee have recommended that keeping large bodies of employees on a 
temporary basis should be avoided by increasing the permanent establish¬ 
ment in the interests of efficiency and fairness to the employees. We com¬ 
mend this suggestion. 

23. As far as the scales of pay are concerned, we recommend'that civi'* 
lian employees in Ordnance Factories should draw scales of pay comparable 
to those prevailing in the Eailway Department for similar categories of staff. 
Thus the Director of Ordnance Factories will appropriately be on the same 
scale as heads of departments in Eailways. The D.G.I.S. suggested a scale 
of Rs. 2,fi00—2,500 for this post but as we h^ve limited the maximum of 
heads of departments to Rs. 2,000 the same limit must apply to the post of 
D. G. Ordnance Factories. Other posts of gazetted officers lilce Dy. Direc¬ 
tors, Superintendents, 'Works Managers, Assistant Works Managers, Inspec¬ 
tors, Senior and Junior Scientific Officers, Civilian Gazetted Officers should' 
according to the nature of duties and responsibilities be fitted into the lower 
administrative grades of Rs. 1,600—1,800, 1,300—1,600 and l,000-:-l,400* 
or into scales falling within the range of regular time scales, i.e., senior scale 
Rs. 600—1,150 or Junior Scale Rs. 350—850 or Class TI scale Rs. 275—800. 
Foremen, Asstt. Foremen, Chargemen and similar supervisory.staff in WTork- 
shops may be on the comparable gi’ades recommended by us for Railway 
Workshops {vide para. 32 of Seotion dealing with Railways). In regard to 
workmen, (except casual labour) we recommend that they should be placed 
on a monthly rated basis and should according to the degree of skill: 
possessed, be classed into one or the other of the following scales;—' 


Rs. 

Unskilled.30—1/2—35 

Unskilled Supervisory ...... 36—1—60 

Semi-skilled . . ..36—1—60 

40—2—60 
60—3/2—76 . 

Skilled (including Supervisory) . . ... . 40—2—60 

60—3/2—76 

76—3—105 

Highly skilled . . . . . . . . 90—6 -t-120 

' . 126—186 


For office establishment belonging to the ministerial and lower grades 
our recommendations in the case of staff of subordinate departmental 
offices could be suitably applied. We cannot in fairness allo'^.these cate¬ 
gories to be paid on the scales recommended by the Committee when we 
have provided lower scales for similar staff in other departments. 

24.'The Wilmot Committee recommended promotion to gazetted 
rank of carefully selected men from non-gazetted ranks increasing the 
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present percentage of promotion from 15 to 25 per cent, from the ciericai 
grades. One of the complaiute made was that under the rules as tiie^ 
now stand a person sometimes suffered monetary loss when ne was pro¬ 
moted to gazetted rank. We undersand that between, temporary clerks 
and permanent clerks, there is a quasi-permanent grade of tiection Clerks 
who we were informed did not enjoy tne beneht of either the krovident 
Pund or pension though they are treated as permanent. The M. G'. 0. 
told us that this class has been abolished and the staff of this grade das 
been absorbed in the lower division of clerks. As the Provident I'und 
system recently introduced for Ordanance Workers will not beneht those 
who have already put in most of their service in the non-qualifying grades 
of Section Clerk, the case of this class of employee deserves sympathetic 
consideration. Other complaints were delay in disposal of appeals, and 
differences in the way that apprentices are treated in the Ordnance 
factories as compared with the Jiailways. The employees of the Aravan- 
kadu Factory complained that they were not receiving hill allowances 
though such ailowanees have been granted by the Provincial Government. 
In this respect their case seems to be similar to that of the lower grade 
postal employees to which we have referred elsewhere. We bring these 
complaints to the notice of Government for taking such suitable action 
as may be necessary. Some witnesses from the Ishapore Factory com¬ 
plained of the way in which the piece-work system on the has s of ‘gangs' 
was being worked in that Factory. Our general ^observations regarding 
the piece-work system and the safeguards for employees working under 
it would apply to their case. 

25. Cantonment Executive Officers Service .—We have to make special 
mention of one class of employees paid from Defence Estimates, i.e. tbi,' 
CantoAment Executive Officers Service, who have sent us several repre¬ 
sentations about their anomalous position in regard to pay and status 
and the hardships to which they are subject and also gave evidence before 
us. Subsequently they have sent us a representation requesting us to 
defer dealing with their representations as their case is under the con¬ 
sideration of the Defence Department. We have postponed den''nfT M’Tb 
their case to as late a stage as possible. As nothing further has been 
heard from them we can only base our recommendations on facts and^ con¬ 
siderations placed before us. Should there be any reorganisation '•f the 
services so as to include in a common cadre the Cantonment P’^d the 
Lands Branch, it would be open to Government to classify different 
classes of posts on the basis of responsibility.* 

It was pointed out that in the latter part of the la.st cnnturv, the 
Cantonment Executive, Judiciary, Municipal and Lands Administration 
of cantonments in India was in the hands of Magistrates who were Armv 
Officers. On the passing of the Cantonment Act 1924, these offirer'^ c-ime 
to be, redesignated Cantonment Executive OfiScers and their judicial powers 
were transferred to Provincial Governments. The service included both 
V. C. Os. and K. C. Os. and some years Inter the Department wtifi 

*It has been brought to our notice that a communication from Government, dated 
25th'February 1947, states that the Lands Branch and the Cantonments Executive 
Service have been constituted into a, new service called the 'Military I.«infl 3 and 
Cantonments Service’ and that all fntnre entrants to the service will be civilians. It 
now rests with the Government to classify the posts according to responsibility and 
nssign to Class I such posts as axe heavy enough charges to be included in Class I and 
a.ssign the rest to Class II. 
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divided into two branches—the Lands Branch and the Cantonment 
Executive Service. The Cantonment' Executive Service provides 
the executive service which exercises revenue, executive an^ 
administrative functions in the Cantonment areas. There are at 
present two grades for civilian empiovees—Grade 11 Es. 150—5—250 
WjiIi .Selection Grade at Es. i50-10-35i; Grade I—^E-; 300-10 500 with 
Selection Grade at Es. 500-20-700. The service is not pensionable but a 
Contributory provident fund is maintained to which the employees sub¬ 
scribe one anna in the rupee while the Government contributes 50 per 
cent, of the employee’s contribution. Liability exists for serving in 
any of the cantonments anywhere in India. Eecruitment has occasional¬ 
ly been made through the F. P. S. C. and recently the initial pay 
has been raised from Es. 150 to 250 so as to secure suitable recruits. 
The representatives of the Cantonment Executive Officers Association 
who appeared before us claimed that their duties were multifarious, 
that their qualifications were the equivalent of those who came out suc¬ 
cessful in competitive examinations for the I. C. S. and I. A. & A. S., 
that they had to maintain , status equivalent to. that of Commissioned 
Officers with whom they were brought into daily contact and that in 
view of »all, the facts above stated there was every justification for 
grading them as a Class I service on a scale similar to that of the Mili¬ 
tary Accounts Department. Considering that there are cantonments 
both big and small and taking note also of the relative importance of 
the duties of senior officers in the Military Accounts Department or any 
other Class I service and that of Executive Officers of a local body we 
regard this broad claim as unjustifiable. The administrative department 
have recommended that Cantonment Officers should be allowed a scale 
similar to that of the Punjab Provincial Civil Service viz.: — 
Es. 250-15-485/E. B.-25-650/E. B.-25-750 with a senior scale of Es. 800- 
50—1000. We recommend that the seiwice be treated as a Glass II 
service similar to that of the Superintendents of Post Offices whose 
financial and administrative responsibilites are by no means less than 
that of Cantonment Executive Officers and carry the usual Class II scale 
which we have suggested. A certain number of more responsible posts 
may be borne on the cadre of Class I in the senior scale. We also sup¬ 
port the request of these officers that they may be treated for all purpo¬ 
ses as government officers whose services are lent to local bodies and 
allowed the usual employer’s contribution irrespective of how this charge 
IS apportioned between Government and Cantonment Funds. 

Y.—CHIEF COMMISSIONEES’ PEOVINCES 

We now deal with the staff serving under the Central Government in 
the Chief'Commissioners’ provinces of Delhi, Ajmer-Merwara, British 
Baluchistan, Coorg, Panth Piploda and the Andaman and Nicobar Islands. 
Though the constitutional position seems to be that the Chief Commis¬ 
sioner is under the administrative control of the Governor General, in 
matters of administrative policy relating to different subjects, co-ordina¬ 
tion and control are exercised by the departments of Government of India 
concerned with these subjects. In practice also it has become common 
for some departments of the Government of India to deal exclusively 
with matters relating to certain Chief Commissioners’ provinces, for 
instance, the External Affairs Department deals , with the administration 
of British Baluchistan while the Home Department deals with the general 
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administration of the Chief Commissioners’ provinces of Delhi, Ajmer- 
Merwara, Coorg and Andamans. In effect the conditions of service and 
pay scales for staff serving in the Chief Commissioners’ provinces have 
to be prescribed by the Governor General in Council, since the older dele¬ 
gations have been abrogated in terms of the Classification, Control and 
Appeal Rules. The control of executive departments is also more direct 
in Chief Commissioners’ provinces, which do not have any separate 
sources of revenue, Coorg being an exception as it has a special financial 
provision and its own Legislative Council. 

2. In the earlier sections we have drawn attention to the multiplicity 
of pay scales applicable to stafi: of the Central Government serving in 
different departments. This lack of uniformity is even greater in regard 
to the pay .scales of personnel serving in the Centrally Administered Areas, 
inspite of these areas being small and the number of the staS being cor¬ 
respondingly limited. In a Centrally Administered Area the Chief Com¬ 
missioner has to perform most of the functions which are performed by 
different departments in a province. There is accordingly a considerable 
variety in the number of posts depending on the scope of activities in 
the local administration. 

3. The variation in the matter of pay scales is due to different causes. 
In. certain cases the areas now constituted as Chief Commissioners’ pro¬ 
vinces were historically parts of or adjuncts to some of the present govern- 
nors provinces and the practice has continued of having a combined 
administrative cadre not only for the gazetted ranks but even for subordi¬ 
nate posts in the two areas. Thus staff dealing- with Revenue, General 
Administration, Judicial, Police, Jails, Agriculture, Veterinary and Ex¬ 
cise in the Delhi administration are borne on a common cadre with the 

, corresponding Punjab Services. In consequence the scales of pay of 
such personnel in the Delhi Province are determined on the basis‘of the 
Punjab scales. In the case of Ajmer-Merwara, certain departments such 
as the Judiciary and the Police are filled by personnel borrowed from the 
U.P. provincial cadre, and they are allowed the U.P. scales even where 
they differ from the scales for comparable categories for other posts cf 
a like character. The scales of pay in Baluchistan similarly link up with 
the Punjab scales in view of the fact that in this area, local recruitment 
is not possible; very often recruits from adjoining provincial areas seek 
a further advantage if drafted for service in Baluchistan. The scales of 
pay in Coorg similarly bear the impress of the pay scales of Madras—the 
adjoining province, though personnel are not drafted from the provincial 
cadre except for some of the higher posts. Not only is there no unifor- 
rnity in the matter of scales of pay for the same categories of posts in 
different Chief Commissioners’ provinces but even within the same local 
administration, there are variations in scales particularly in regard to the 
ministerial and lower grade posts. Such disparity exists as between the 
staff of the C.Cs. Offices and similar staff in subordinate offices and as 
between different subordinate offices. 

4. The Chief Commissioners of Delhi, Ajmer-Merwara, Coorg, Balu¬ 

chistan and Panth Piploda replied to our questionnaire. We also received 
representations from associations of staff serving in the Centrally Ad¬ 
ministered Areas. Representatives of the Chief Commissioners_Delhi 

and Ajmer-Merwara—also appeared before us and gave- oral evidence. 
The Chief Commissioner, Delhi, although he did not suggest any specific 
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scales of pay, emphasised that the remuneration of Central Government 
employees ought to be fixed with reference to the following considera¬ 
tions 

(a) that it enables an employee to meet the reasonable living cost of 
an average family, with a margin for savings to meet emergencies, and 
should be sufficient enough to meet his normal requirements without 
resort to corrupt means for supplementing his income to meet those heeds; 

(b) that it is the market value of a man with educational and other 
qualifications; and 

(c) that it promises him reasonable advancement throughout his service. 
Complaining of the inadequacy of the existing scales he also stated— 

“I regard the present standards of remuneration foi- different grades 
and categories of Government employees under the Delhi 
Administration as absolutely unsatisfaotoi y and unfair. I 
must press for the necessity for unifying the scales of pay 
in the main Government Offices in Delhi and would point 
out that giving reduced scales of pay to what the Govern¬ 
ment of India call the subordinate offices is not an economy 
as it inevitably means that these offices get clerks of a 
lower quality and consequently have to make up in quantity 
that deficiency in quality. When an Office like the Govern¬ 
ment of India Secretariat is competing side by side with 
other subordinate offices for staff in a place like Delhi the 
effect on subordinate offices is most unfair and can be dis¬ 
astrous so far as efficiency in these subordinate offices 
is concerned.” 

He also observed:—: 

“The existing scales of pay of almost all the services and posts 
imder the Delhi administration are inadequate and require 
upward revision. The pay scales should be fixed with refer¬ 
ence to the scales of pay fixed for corresponding posts under 
the Government of India and in cases where such comparison 
is not possible, then with a scales of pay for comparable 
posts in the adjoining provinces e.g., the Punjab. The new 
pay scales particularly in the ministerial and inferior services 
should encourage quality with a view to decreasing quantity”. 

Gommenting on the inadequacy of the present pay structure, the Chief 
Commissioner, Ajmer-Merwara has stated— 

“The scales of pay applicable to lower grade clerks, village 
schoolmasters, and the rank and file of the Police are 
extremely meagre. The popular belief that the lower rank 
of the Police is liable to temptation may be attributed to 
their very low pay”. 

He also suggested the introduction of the Army system of giving marriage 
and children’s allowance in the case of civil servants, imposing a limit 
on the maximum number of children for whom the allowances can be 
drawn. The representatives of the Chief Commissioners, Delhi and 
Ajmer-Merwara who gave evidence before us reiterated the view that 
ministerial staff at the headquarters of the Chief Commissioner should be 
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treated on a par with Secretariat establishments and if such equation is 
not acceptable, the scales should in no case fall below those of similar 
staff in Provincial Secretariats. 

5. We have given due consideration to the above views. To the 
extent that we have prescribed uniform all-India scales of pay for the 
ministerial and lower grades of staff, these scales should automatically 
apply to the corresponding categories of stafi serving in Centrally Adminis¬ 
tered Areas. The point for consideration is whether the staff in the 
Chief Commissioners’ offices should be treated on a special footing on 
the ground that the clerical and supervisory staff in those offices do work 
of a more responsible character than in departmental offices subordinate 
to the Chief Commissioner and their qualifications, conditions of recruit¬ 
ment and the nature of their duties approximate more nearly to the condi¬ 
tions relating to the Government of India Secretariat. We think that 
the dignity and status of the Chief Commissioner’s post should not influ¬ 
ence our conclusion on this point. It would in our bpinion meet the 
needs of the case if the scales of pay allowed for ministerial and lower 
grade staff of the Chief Commissioners’ Offices follow the lines indicated 
by us for offices of heads of departments working directly under the Gov¬ 
ernment of India and in the case of subordinate offices of local administra¬ 
tions, the scales may follow the scales for subordinate departmental offi¬ 
ces. In view of the general recommendations we have made about the 
clean cut between the Secretariat proper and departmental offices, the 
unequal competition in the matter of recruitment apprehended in the reply 
of the Chief Comfnissioner, Delhi, will not arise in future. A special 
category in the offices of the local administrations is that of vernacular 
clerks. If the minimum qualification for recruitment is matriculation, 
the basic scale of Es. 55 to 130 should apply to them. For the non¬ 
matriculate category, a scale of Es. 40— 2 —60—5/2—75—3—105 should 
suffice. 

6. In regard to the ga’zetted services generally we feel there may be 
advantage in continuing the existing practice of linking them with corres¬ 
ponding cadres of the adjoining provinces. Local conditions being different 
in the diSerent Chief Commissioners’ provinces, it would probably be 
impracticable to have a common cadre for executive officials belonging, 
for instance, to the Eevenue, Police or Agricultural Services in different 
Centrally Administered Areas. Even if such a service is formed, it might 
because of the small size of the Central cadre oSer insufficient promotion 
prospects for attracting the best men. On this basis, we make no special 
recommendations in regard to the gazetted posts such as those of Magis¬ 
trates, Extra Assistant Commissioners, Sub-Judges, Dy. S.Ps., etc. To 
the extent that such posts may in future be filled by personnel on the 
scales we have suggested for the All-India Administrative Service or the 
All-India Police Service, there, may' be greater uniformity than exists at 
present. But short of building up a separate cadre for Centrally Ad¬ 
ministered Areas which will give scales corresponding to the Class I and 
Class ,II scales we have recommended and to which personnel may be 
recruited from serving members of Provincial Services, we see no prospect 
of having uniform scales of pay. 

'7. Some of the subordinate cadres such as those of the Police, Jail, 
Agriculture and Excise Departments are also linked up with the cadres 
of adjoining provinces. Our remarks in the preceding para, will apply 
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to these cadres as well; but notwithstanding them we feel that some modi¬ 
fication of the scales of pay, of, e.g. Head ^Constables and Constables,. 
Warders, etc. will become inevitable as a result of implementing the 
scales of pay we have suggested for the lower grades. At this level 
repercussions are inevitable and will have to be faced though in regard 
to the Supervisory grades the recommendations we have made for execu* 
five staff in the other Central Departments like the Customs, Central 
Excise, etc. need not necessarily affect the scales for Centrally Adminis¬ 
tered Areas. 

8. The Chief Commissioner, Baluchistan has proposed an increase of 
27.46 per cent, for his province over the pay scales which may be adopted 
for similar staff in the Punjab and N.W.F.P. on the ground that the con¬ 
ditions in Baluchistan materially differ from those 'of other provinces in: 
the following respects :— 

(i) higher cost of necessities of life which have to be imported from 

other provinces; 

(ii) severity of winter involving much higher expenditure on fuel, 

warm clothing etc.; 

(iii) lack of proper educational facilities; 

(iv) expensive and difficult means of communication; 

(v) provision of some inducement to attract people from outside^ 

Baluchistan as local persons are not available in sufficient 

numbers for Government services. 

We recognise the existence of grounds for a distinction but we are not m 
position to say whether the extra percentage of addition suggested' by 
the Chief Commissioner is necessary or justified. 

9. In as much as all staff serving in the Andamans administration; 
(except in some of the lowest grades) have to be recruited from India, 
their case seems to be simi'ar to that of Baluchistan. We understand 
that staff who have proceeded to the Andamans after its reoccupatioa 
were given certain special compensatory allowances in view of the hard¬ 
ships to which they would be subject. We hre not in a position to say 
whether this should continue after conditions return to normal. A spe¬ 
cial feature would remain in regard to the financial strain on low paid 
staff desiring periodically to visit India while on leave. ^ We would re¬ 
commend for the consideration of Government a liberalisation of certain- 
of* the existing provisions in the Supplementary Rules 'as regards travelling 
allowances for certain staff like the Police, Jail staff, etc. and their- 
extension to other'categories of staff. 

10. The recommendations we have made in preceding sections in 

regard to certain categories of staff such as teachers, medical and nursing 
staff etc. may on the whole be found suitable for general application in 
all Centrally Administered. Areas. Some extra compensation may for 
some time to come be required even for these classes of employees when 
they are called upon to serve in remote areas like the Andamans and 
Baluchistan. • 

Before concluding this report, we desire to express our grateful thanks 
to the many officers. Associations of public servants. Union representa¬ 
tives and public men who have kindly responded to our invitation f >r 
representations, replied to our questionnaire and given evidence before us- 

353 



PART in 


We freely availed ourselves when necessary of assistance from represen¬ 
tatives of some of the Departments of the Government of India and we 
'are grateful to them for such assistance. We gladly record our deep 
obligation to the Secretary of the Commission for his invaluable assistance. 
We have already referred to his report on the working of the Whitley 
System in England. His wide and detailed knowledge of the organisa¬ 
tion and functioning of several Departments was of immense help to the 
Commission, both in the conduct of our enquiries and in the preparation of 
this report. The speed with which the Commission had to conclude its 
labours imposed a heavy and continuous strain on him which he cheer¬ 
fully bore. We express our appreciation of the service rendered by our 
staff who had also to work frequently under high pressure. 

S. y.\T!AD.\CHAT!TAE. 

(Chairman). 

TTossATN E\r.c\r. 

N, Y. Ct.ADGTL. 

MANGAL SIYGH. 

VADILAL LALLUBHAI. 

N. M. JOSHI. 

C. V. SEINIVASA EAO. 

FEANK ANTHONY, 

J. C. CHATTEEJEE. 

K. E. P. MYANGAE. 

{Secretary), 

The SOth April 1947. 
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I regret that due to the circumstances over which 1 had no control, I 
■was not able to attend any of the meetings of the Pay Commission from the 
beginning of September upto 18th October due to the boycott by the 
Muslim League of all Government Committees. Again due to the great 
Bihar carnage I wa^ unable to participate in the Commission for the best 
ipart of a month and a half ii> November-December. During the Budget 
session due to my engagement elsewhere I was only able to attend three 
out of the eight meetings held in March-April. My absence from the, 
meetings prevented me from eluoida,ting certain important points from the 
witnesses who appeared before us. 

1 have been going through the draft reports of the Commission and did_ 
not like to note down all my differences on minor -points with my other 
colleagues. A few points which I could discuss in the Commission have 
-been incorporated as my dissents in the Commission Report itself. The 
•other minor points I did not press for inclusion as there was no opportunity 
of discussing them with my colleagues. I would not have attached this 
note if I had not felt very strongly on certain important points. As my 
differences on these few important points are fundamental, I have to 
express them as my own opinion. 

(1) Age of Retirement .—feel that age of retirement should be uniform- 
^md fixed at 50 for all the four classes of services. The increase in the age 
-of retirement on the ground of increased efficiency is open to doubt. We 
have heard of tired Secretaries and the spectacle of listless Government 
'Officers on the maximum salary is to be seen everywhere. And as indicated 
in paragraph 10 of the Retirement Benefit Chapter, the bhlk of employees 
■who tendered evidence before »i8 with the exception of scientific services 
have asked for lowering of the limit to 50 years. No doubt certain public 
men have advocated a higher age of retirement, but I prefer to side with the 
employees as it is in consonance with the public policy of increased employ¬ 
ment. I, therefore, suggest a via media that the ordinary age of retire¬ 
ment' should be 50 years, but in case of approved and meritorious service 
•two extensions of 2 years each may be granted if there be any special need 
of experienced hands at a particular place in a Department. Even on this 
ground of increased efficiency, if is doubtful whether the majority- of the 
-employees do prove exceptionally clever. The service chart wou’d show 
that for every one man who has secured good promotions to the highest 
grades there are many rotting in the lower grades even at the age of 55. 

.As regards the demand of employees’ representatives for freedom to them 
to retire at an earlier age on proportionate pension, I am inclined to suggest 
sympathetic consideration of this point. A disgruntled, dissatisfied and un¬ 
willing public servant who is -stopped from bettering his prospects outside 
“the Government semce -will never prove an asset to the public service. By¬ 
stopping him from-joining private service the. Government harms the public 
servants and gets a bad bargain itself. Compulsion in service was the order of 
the day during the war emergency, but it should not become a permanent 
feature of peace-time service. I would, therefore, suggest that after 20 
years service Government servants should be free to retire on a pension 
substantially lower than their years of service should entitle them in-case 
of invalid or other enforced retirement. I think a 25 per cent, reduction 
-on the ordinary pensions rules and the transference of liability to pay the 
insurance premium from the Government to the employees would suffice to 
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prevent pointless retirement. The availability of experienced and good; 
executive for industrial concerns to which these people are likely to go is 
no less a national need than serving in the Government Department. The 
services should be treated sympathetically and their grievances should 
always be removed as far as practicable in order to have an efficient, con¬ 
tented and bright civil service. 

(2) Retirement benefits .—agree with the Commission that pension 
alone does not secure safety to the family of a public servant in case of a 
premature death. I therefore agree to the suggestion of compulsory 
insurance, the premium being paid by the Government. My only difference 
is on the question of comparative benefits of insurance to those who live 
up to the natural span of life and those who die at an early age. In the 
Commission’s scheme those who die early will not have as much benefit 
as the others, whereas I think that the families of those who die a prema¬ 
ture death deserve greater sympathy than the families of those who live 
their full lives. 

According to my recommendations on the age of retirement the pensions 
Would be reduced to 25/60 of the salary on the present principles and 
thereby the Government may be saving 5/60th or l/12th of the pension. 
Even this should be reduced by l/4th to enable the institution of a .com¬ 
pulsory insurance. The pension should therefore be 25/80th of the salary 
at age 50 and the Government premium should be an equated sum of 5- 
per cent, of the average salary of the post to which a person is appointed 
instead of 3 per cent, of the starting salary, increasing every three years on 
the actual salary drawn. The Commission’s process will involve individual 
calculations every 3 years of the premium to be paid; and the amount of 
insurance secured will also vary after every 3 years with the result that 
those who die early will have a smaller insurance cover than tfiose wlio- 
retire after full pension. I have therefore suggested increased initial pay¬ 
ment which will equalise the position of all who enter service as well as to 
reduce calculations to the barest minimum. 

(3] Promotions .—In the Chapter on the conditions of servic^e the ques¬ 
tion of promotion has great importance. While I agree with the conclud¬ 
ing portions of para. 108, I wish to elaborate my concept of the subject. 
I am definitely of opinion that promotions from one class of service to an 
other should be completely stopped and in its place, the persons in service 
should he made eligible to apply for service in the higher class, with this 
relaxation that they may compete with new entrants upto 6th or 7th year 
of their service irrespective of the age restrictions for new entrants. The 
Commission as a whole has recommended that these promotions should be 
fairly Early in the career. I wish not only to endorse this remark hut have 
suggested a practical method of giving effect to this recommendation, 
blow as regards promotion within the class from one grade to the other I 
wish to stress that the evidence given before us expressed its dissatisfaction 
very strongly, with the system which prevails in most of the Departments 
of making these promotions. The Commission in para. Ill (iii), have 
admitted this fact. And in para. 110, they have conceded the principle 
that “in certain cases the rules of seniority may be generally followed”, 
but they have suggested that “occ.asional instances of exceptional promotions 
of deserving persons would be an inducement to greater endeavour”. The 
burden of evidence before us was that the present system leads to nepotism, 
favouritism and arbitrariness. Human nature being what it is, selection 
is hound to result in dissatisfaction among the service personnel and leads 
to suspicion as to the fairness of the officers concerned'. In my scheme T 
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liave provided for the really deserving and efficient personnel to go up to a 
■higher class by having' equal opportunities with the new entrants. This 
provision is made not to give the men in service extra special favour but 
to, i^emove a difficulty which is encountered every day. This has been 
mentioned by my colleagues as well, that the fear of becoming overage 
compels many men to join a lower service even when they are qualified for 
higher service but fail to get into it. By means of this picking we will 
retain in each class only the average or below average personnel. • The- 
power to withhold increments if judicially used would keep back the in¬ 
efficients from competing for promotions and the rest will be of about equal 
■capacity and merit. I therefore suggest and this is the overwhelming 
opinion expressed by service personnel, that promotions inter class from 
one grade to the other should be on the basis of seniority. Those who have 
■ been stopped at efficiency bars or against whom adverse remarks have been 
recorded will not be eligible for promotion on the ground of mere seniority. 
This will involve maintenance of two kinds of seniority registers—one on 
the basis of length of service for ordinaiy purposes and the other for pro¬ 
motion only on the principles indicated above. I would not permanently 
-debar even the inefficients or those who have strictures placed against 
them. The Government may frame rules whereby the people may lose a 
part of their seniority for each bind of adverse reports or inefficient conduct. 
It is very esseritial that services should be convinced that promotions are 
based on unassailable fair grounds and not the result of favour or bias of 
their superior officers. It is not enough that the Government feels that a, 
fair system has bfeen introduced. What is needed is to convince the 
persons concerned that the method is not arbitrary. 

As regards promotion to Class I, mentioned in para. 112., I do not think 
that the power to wdtlibold applications is justifiable. The head of the 
'Department has the last word, he can in his note place every kind of adverse 
remarks against an applicant without any opportunity being given to the 
applicant to explain away the cbavges so made. If this is not sufficient to 
stop the inefficient men corning in, there must be something sinister behind 
this withholding provision. It is rather an indication of distrust in If.P.S.C. 
to think that it wd!l select an undeserving candidate inspite of the bad 
record which the applicant may have and the bad remarks w'hich the head 
of the Department may have put in. To an unbiased mind the provision, of 
withholding applications appears to be a method of shutting out more 
■deserving candidates than of keeping off the inefficient. I therefore strongly 
recommend that this provision of withholding should be abolished. 


In para. 114,'sufficient stress has not been laid on the complaint regard¬ 
ing the way in which adverse entries in servicg records are made. We were 
impressed by the evidence that a remark is regarded as adverse for certain 
purposes but is not adverse under the rules. For instance a rebaark that an 
officef is slow is not an adverse remark entailing its communication to the 
•public servant concerned but at the time of promotion this simple remark 
would stand in the way of securing betterment. In this connection I 
strongly support the recommendation in, para. 116 of informing the 
employees before a remark is made. I differ from the Commission as 
regards the recording of the reasons for supersession of senior persons. 
No doubt it will increase the work but it will prove an effective and 
deterrent guard against favouritism or arbitrariness. 
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iu coiiolusiou I would like to mention that certain special specific and 
small number of posts may he kept as special appointments to which the 
ordinary rule of seniority may not apply, e.g., Assistant Secretaries t'rom 
Superintendent. But as a general rule seniority cum efficiency should b©; 
the basis of promotion. 

(5) Security of tenure .—I agree with most of the conclusions drawn oni 
the subject. 1 have some difference with regard to one particular matter, 
but this too is more a question of degree than of fundamental principle. I 
refer tO the procedure to be followed in case of dismissal from Government 
service. I wish to clarify that dismissal for inefficiency if ever it takes 
place must be extremely rare.. So the special pleading in para. 123 on. 
American practice does not hold good. The period of probation is really 
a trial period. The State has a right in order to maintain efiS,cioncy at high 
standard to discharge persons if found unsuitable. I should therefore 
recommend that period of probation should be increased if the Government 
feel that the duration under the present rules is not sufficient. Where no 
period of probation prevails, it should be provided. While it is our duty to 
see that public s'erviee does net suffer from keeping inefficient people; it is 
no less the duty of the State to see that it does not dismiss without just 
cause a man at an age when it will be impossible for him to get alternative 
employment. Every care should be taken in the earlier stage to discharge 
unsuitable persons, but once employed they should not be dismissed except, 
on the grounds of bribery, corruption and other well-recognised counts in. 
consonance with the practice prevailing in countries like TJ. S. A,, U. K.,. 
etc. 

The conclusions of para. 124 do not go-far enough to inspire confidence- 
or give satisfaction to the services. The concessions given by the Commis¬ 
sion are an improvement no doubt on the present conditions, but they do 
not in my judgment go far enough. Even now the public servant under 
suspension is not permitted as a matter of right to be represented by a. 
lawyer. It is often diflScult for a public servant under suspension to 
concentrate on the niceties of points brought out in evidence against him. 
It is a genuine need in certain cases but under the rules it rests entirely 
with the officer investigating the case either to permit a lawyer to appear or 
not. I am against this discrimination. Either the lawyer should be 
permanently debarred from appearing in any case or the person under 
suspension should be free to utilise the services of a lawyer. I would' 
insist that no evidence should at any stage of proceedings be allowed to 
be used unless it has been brought to the notice of the accused public 
servant. I therefore recommend that the officer hearing the appeal should 
give every facility to the public servant to go through the records, to bring- 
forward irregularities, and ask for remand for further enquiry by the original 
officer. In short the judicial process should be followed as far as practica¬ 
ble. The object should be to see that no arbitrary dismissal takes place 
under the guise of maintenance of discipline and efficiency. Dismissal is 
the highest punishment which the State as an employer can inflict and 
every care should be taken that no injustice to the public servant is done. 
I would add that the insurance should not be withheld except in case of- 
conviction of public servant. The premium would naturally be not paid' 
by the State after dismissal. 

HOSSAIN IMAM- 


Tfee m May 1947. 
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SUMMARY OF TH£ RECOMMENDATIONS 

COMMISSION 


Note 1 


OF THE CENTRAL FAY 


Tlie iteport is in three Parts. Part I is merely historical. After giving 
the terms of reference and describing the procedure adopted by .the (Jommis-, 
sion, the background to the enquiry and the present pay structure and pay 
scales are discussed. Part. II of the Eeport deals with the main aspects 
of the problem relating to conditions of service, so far as they are eommorn 
to all departments of the Central Services. Part III makes detailed 
proposals in respect of the salaries payable to and the redress of grievances 
of the employees of each of the principal sections of the public service m. 
the light of the general conclusions reached in Part II. 

Note 2 


The reference to paragraphs of the Report is given in respect of each 
main recommendation. 

(i) Xotwithstanding the argument against making any permanent revi¬ 
sion of basic salaries in the present changing conditions, it would be safe 
to recommend scales of basic salary fixed on the assumption that prices 
may stabilise at a level which will give a cost of living index somewhere- 
between 160 and 175j:aking the pre-war index to be 100. So Tong as the 
cost of living continues,to be substantially higher, some system of dearness 
allowance must continue in operation (17—18). 

A. Classification of the Services 

(ii) The categories now elassed*as ‘Subordinate’ and ‘Infenor’ should 
be described as classes III and IV respectively. Class IV should include 
all posts whose maximum pay does not exceed Rs. 60 and which are not 
included under Class III (21). 

(iii) The inclination of the majority of Members is that it is desirable 
to retain the two classes I and II but in departments where the differentia¬ 
tion between the two classes is not necessary or possible either becausp^ of 
the mode of recruitment or because of the difficulty of distinguishing 
between the importance and responsibility of the duties respectively per¬ 
formed by Class I and Class'll officers, the two-fold classification may be 
dispensed with and the two groups mav be treated as one gazetted service 
(29). 

(iv) The present list of Class II services however requires revision (30). 

(v) It is not practicable to constitute all the scientific services into a 
single cadre for pui-poses of promotion. There is no objection ^ the posts 
in each of the four classes being sub-divided into ‘Executive Administra¬ 
tive’. ‘Scientific’, ‘Technical’, ‘Clerical’, ‘Manipu'ative , Artisan , 
‘Messengerial’ and so on, without such sub-divisions carrying any pavti 
cular legal or material consequences (32 and 33). 


B. The pay Structure 

fvi) Having regard to the present structura and in particular to the 
disparitv between old and neW entrants the scales suggested are considered 
fair remuneration for the several posts concerned. The case of old entrant® 
raises a question oF policy which is for the Government to decide. 

(■vii) Eor the Scientific services a decent minimum or starting, salary so. 
as to attract men with high qualifications and a better time-scale to make 
•up for inadequacv of chances of promotion would be appropriate (39). 
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(viiij Though I’rovinoiul Governments favoured the view that the pay 
'of Central servants serving in several provinces should bear aS close rela¬ 
tion as possible to the pay of Provincial Government servants of the same 
category in the same area, the Commission have recommended ‘All-India 
scales, allowance being made for the higher cost of living in certain places 
in the form of local allowances (41). 

iC. Pay Rates and Pay Scales 

(ix) While accepting the broad principles laid down by the Islington 
■Commission, attention has been paid to more recent trends and the Commis¬ 
sion have recommended that so far as practicable a fair relativity should be 
maintained between the rates of pay of certain classes of civil servants and 
■comparable outside rates, tlie pnri'tv being judged on'v with reference to 
Jong term trends in wage levels in the coiintry (43—45), 

(x) While accepting the limitations to the,,application of tlie minimum 
wages theory, it is ri'commended tl)at tlie State must lake some step 
.forward in the direction of giving (-ffect to the living wage principle in deal¬ 
ing with its employees who are, virtually on the ‘poverty line’ (45—48). 


(xi) According to the majority view Rs. 55 and Es. 00 are recom¬ 
mended as reasonable lixang wages for a working class family and a middle 
■class family respectively at a cost of 1ivin,g index of about 260. Of these 
«ums, Es. 30 and 55 may respectively represent the basic pays and the 
balance dearness allowance at the index level mentioned (51). 

(xii) Recognising the ])res('nt <lis])arity between the minimum and the 
maximum of public saLaries, the growing demand for personnel froip private 
business and industry and the views on the one hand that the State should 
not compete with private enterprise in respect of prize jobs and on the 
•other that adequate remuneration is essential for maintaining ability and 
integrity in the permanent services, it is rjscommended that as a first step 
it will be fair to fix Rs. 2.000 per month as the maximum salary of public 
■servants in India save for a few se'ected posts (54). 

(xiii) The continuance of the system of .time scales with suitable 
■efficiency bars is recommended (55—60). 

(xiv) The following typical scales are recommended: — 

(l) Glns^ T Serrlces and the All India Police Service —■ 


Jiiaior so ile . 


Senior scale 


Junior .\clministrative posts 


Rs. 3.50—350—380—380—30—.590 -E.B.— 
.30—770—40—850 (19 years). 

Rs. 600 (6th year)—40—l,000—l,000— 
1,0,50—1,050—1,100—1,100—1,150 (21 

years). 


Rs. 1,300 - 60—1,600. 


Senior Administrative posts . . Rs. 1,800—-100—2,000. 

For posts intarniodiate in responsibi¬ 
lity between Junior and Senior 

.\d ninistrative posts • . . Rs. 1,600—-100—1,800. 

The scale of Es,. 1,800—2,(X)0 is intended for the heads of the biggest 
■departments and would normally be the highest point which a permanent 
civil servant could reach in his service. Posts now carrying a maximum 
salary of Es. 3,000 must as far as possible be fitted into the selection 
grade of Rs. 1,800—2,000. 
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The highest paid posts like those of Secretaries, General Managers of 
Hailways, Members of. the Railway Board, Members of Gentfal Board of 
Revenue', Ohairman and Members of the Public Service Commission, etc. 
should be fitted into scales between Rs. 2,000 and Rs. 3,000 preferably on 
four levels of Rs. 2,250, 2,500, 2,750 and 3,000 (61 and 63). 

(2) All India Administrative Service and the Foreign Service — 

Junior Scale .... Rs. 350—400—450—450 —000—540—30— 

600—E.B.—30—870—40—950 (19 

years). 

Senior Scale . . . . Rs. 800 (6th year)—40—1,200—1,200— 

1,250—1,250—1,300—60—1,600 (24 

years). 

Selection Grade for posts like Com- 

missionors .... Rs. 1,800—2,000. 

The highest administifitive jjost may cui'ry pay ranging between Rs. 
2,000 and Rs. 3,000 as mentioned in (1) above. 

(3) Ciaas//., -So.a« , . . H<. 275-25 --.'.OJ-E.B. -30 650 -K.B.— 

30-800. 

Where the entrant has already to spend some years in acquiring 
special qualifications for any particular job, he may be started on an 
appropriate salary higher up in the scale (65). 

(4) Class III. —This class should comprise not merely people v/ith 
literary qualifications, but also skilled artisans. The following 12 typical 
-scales have been suggested:— 

(а) Rs. 5.-)—3—85—E.B. - -4 -12ri—5 130. 

(б) Rs. 60—5/2-■ -75. 

(e) Rs. 60—4—120 -E.B.— iV-I70. 

(d) Rs. 75--3—10.5, 

(r) Rs. 80 -5-120 -E.B. —8—200 .10/2-220. 

(/) Rs. 100 -5—125—6 E.B.—6- 18,5. 

(g) Rs. 100 -8--140 -10—200-E.B.—10- 300. 

(A) Rs. 150 -7-185- 8 -925. 

(i) Rs. 160—10—250—E.B.-—10—300—15—450. 

U) Rs. 200—15—3.50—E.B.- 15-440- 20—500. 

(P) Rs. 250—1.5—400. 

(1) Rs. 300 -20—600 (66). 

<5) Glass IV— 

Unskilled and unlearned employees 

(including Peons and Daffadars) . Rs. 30—1/2—35. 

Jeinadars and Daftries . . -. Rs. 35—I—50. 

Skilled or semi-skilled workers . Rs. 35—1—50 and Rs. 40—1—50—^2—^60. 

(xv) It is not proposed that the salary now drawn by any officer should 
Re affected to his prejudice. But as regards the promotion of such offi¬ 
cers, the question may arise as to the way in which they are to be dealt 
with if the promotion ia likely to take them beyond the limits indicated 
by the scales that we have suggested. Buch Clises should be dealt with on 
the same lines as the Government may decide to adopt in respect of pre- 
1931 entrants (68). 

(xvi) When a person on the existing scales is brought on to the new 
scales, his initial pay should be fixed at the lowest figure arrived at by the 
following calculations:—: 

(1) What he would draw if bis entire service in the existing scale had 
been on the corresponding proposed scales of pay. 

(2) Fix the initial pay at the stage- in the proposed scale next above 
The pay he is drawing in his present scale and add one increment in the 
proposed scales for every three completed years of service. 
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' (3) Add to the present pay the sums stated below and fix initial pay- 
in proposed scale at the stage next above the •amount so arrived. 

SalariJ Atnonnt to he added 

Not exceecpng Rs. 100 . . . Rs. 1.5. 

Ra. 101-250 . . Ra. 20. 

Rs. 251—400 . . Ra. 30. 

R.S. 401—500 . Rs. 40. 

Rs. 501 and above . Ra. 50 (VO). 

D. Allowances and other benefits 

(xvii) Dearness 'allowance .—The following slabs have been recom¬ 
mended;— 


Pay Range . Cost of living index 






280 

260 

240 

220 

200 

180 

Up to Rs. 50 




30 

25 

20 

15 

10 

r» 

Rs. 51—100 




40 

35 

30 

25 

15 

10 

Rs. 101—150 




45 

40 

35 

30 

18 

. . 

Rs. 151—200 




5.5 

45 

80 

30 

20, 


R.S. 201—250 




60 

50 

40 . 

30 

20 


Rs. 251- -300 




75 

60 

45 

30 

25 


R.S. 301—500 




85 

70 

55 

40 

25 


Rs. 501—750 




105 

85 

60 

40 

... 


R.S. 751—1,000 




12.5 

100 

75 

50 




,(a) The cost of living index should be an All India number prepated.; 
by the Economic Adviser to the CTOvernment of India. 

(b) Allowance should be paid only on substantive pay (exclusive of 
overtime). During all leave with pay (half or full) it should be allowed* 
on the substantive pay. 

(c) The slabs should be reviewed every six months and- a change should* 
be made oilly if the Index figure for the previous three months for which 
index figures are available stood above or fell below the Index figure,for* 
the next slab. 

(d) All allowances and concessions introduced during the war to meet 
the high cost of living (by whatever name they might have been called, 
including the good conduct pay* in the Postal service and war allowance 
in respect of the higher ranks of the services) will cease hereafter. 

(e) As long as any concessions in the matter of supply in kind are 
allowed, their estimated money value shall be deducted from the dearness 
allowance calculated in accordance with the above table. Any encourage¬ 
ment given at this juncture to co-operative organisations of public servants 
for the purchase of their supplies will be opportune. 

(f) Persons drawing pension up to Es. 150 per month may be given 
dearness allowance at half the rates shown in the above table, treating 
pensions as pay for the purpose (71—75). 

(xviii) Housing or House-rer}t allowance — 

(a) If a building programme should be undertaken priority should be- 
given to schemes for housing employees in the lower ^ades of the service _ 
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(b) The Commission do not recommend any general change in the pre¬ 
sent policy re provision of rent free accommodation nor any change in thft- 
practiee whereby an employee to whom Government quarter is allotted 
pays a concessional rent limited to the standard rent or 10 per cent, of the 
employee’s pay whichever is less. 

(c) As the scales of pay recommended by the Commission are based 
on the assumption that in the costlier cities and special areas, the basic 
scale will be supplemented, bj' the grant of a suitable house rent or other 
Allowance, a house rent allowance with certain restrictions as regards pay. 
limits and areas is recommended on the lines indicated in the following 
table: — 


Pay of Officers 

Cities with 
popiilstion 
of over 

1 lakh 

Cities with 
population 
of o\ er 

5 lakhs 

Bombay 

and 

Calcutta 


Rji. 

Rs. - 

-Rs. 

Below Ks, o5 . . . 


7 

10 

Ks. 100 

7 . 

10 

1.5 

Rs. 101—2o0 . . - . 


15 

20 

Over R.s. 2.50 . , 

. 

H%. 

pay. 

H)% 
of pay, 
(76—78) 


(xix) Children’s Education Allowance. —It is recommended 'that a- 
beginning may be made with a scheme for helping members of the sub¬ 
ordinate grade in the services in the matter of the education of .their' 
children. In Eule 1101 of the State Hail way Establishment Code, the 
words excluding the .‘inferior servants’ from the benefit of'that chapter 
must be omitted. .'Persons drawing a salary of Es. 100 or less -per month 
may be paid by the State a contribution of Tl) per cent, of the tuition fee 
in the case of the children of Class IV and 50 per cent, of the fee in the- 
case of children of Class III employees. The contribution might, be given 
up to the higher secondary stage or a. corresponding stage of technical 
education (79—80). 

(xx) Compensatory Allowance — 

(a) Local allowances should be limited to a few costly cities. 

(b) Government should review the conditions in other specially costly 
cities besides Bombay and Calcutta and decide to what extent similar 
benefits must be extended to staff serving in those cities. 

(c) Bad Climate allowance. —^Provincial Governments’ classification: 
may be followed for areas where the allowance is admissible (85). 

(d) Frontier allowance. —Complaints that these allowances were in* 
adequate for service in non-family stations and the claim for parity of 
treatment in this matter with personnel paid from Defence Estimates are 
brought to the notice of Government (86). 

(e) Government should look into the grievance that in the Nilgiris,. 
while hill allowance was being given to subordinate and ministerial stuff, 
it was not allowed in the case of post-men and other lower grade staff. 
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(f) For lociil allowances generally, tbe practice of the Provincial Gov¬ 
ernments in, the matter of granting such allowances for their employees 
should be taken into account. (88). 

(g) Field Service Allowance. —No specific addition to pay need be 
made to cover the contingent liability to be called' for military service, 
'but when such personnel are required to serve in field areas, they should 
be paid an adequate ^allowance. (89). 

(xxi) Conveyance allowance. —The grant of conveyance allowance as 
a regular addition to pay to enable staff to meet expenditure on transport 
from their homes to their offices is not recommended. A liberal grant 

■ of interest free loans for the purchase of cycles is recommended. (90). 

(xxij) Medical Aid. — The attention of Government is invited to the 

■ claim that the nature and seriousness of the ailment should be the decid¬ 
ing factor and not the status of the patient in determining the grade of 
medical officer to whose aid the jiatient should be entitled.' To the extent 

• that free treatment is allowed to the employee himself, i.e. when in the 
opinion of the medical attendant owing to remoteness 8r absence of hos¬ 
pital facilities or seriousness of illness the patient cannot be moved out, 
the family of an employee may also be provided free treatment at his 
residence. (91-92). 

(xxiii) Travelling allowance. 

(a) In view of increases recently sanctioned no general revision is 
■suggested in respect of mileage and daily allowance, etc. The distinc¬ 
tion whereby the inferior servants (now Class IV) are not paid additional 
fares for journeys on tour or transfer is discriminatory and may be removed 
as also the discrimination against the lower staff w’ho do not receive tra¬ 
velling allowance for journeys made while going on leave for rest and 
recreation. 

(b) In view of the uniform scales of pay w'hich have been suggested 
for the railway employees and other categories of civil servants, the exist¬ 
ing benefits which the former enjoy in the matter of pass privileges should 
be scaled down. In the case of civil employees of departments other than 
the Bailway Department an appropriate measure of relief would be the 
grant of concession similar to the Privilege Ticket Order, limited to one 
set of P.T.Os. for a return journey per year for the officer himself and 
the members of his family. 

E. Hours of Work; Overtime: Holidays 

(xxiv) As regards eipployees of industrial or comniercial departments 
(including A.I.E.) hours of w’ork must be regulated with due regard to the 
nature and conditions of work obtaining in the particular department. In 

• ordinary offices, the normal hours of attendance may reasonably be fixed 
at 381 hours a week so as to, provide for hours of actual work on each 
week day after allowing half an hour for lunch and 3^ hours of work on 
Saturdays. Any increase in the lunch interval should be met by a cor¬ 
responding increase in the total number of hours of attendance. (95 and 96). 

(xxv) Improvement in office accommodation and the introduction of 
canteen arrangements are recommended (97). 
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(xxvi) Early steps should be taken to review the staff strengths 
required in each office or department. Detention in office beyond offioe 
hours should ordinarily be oiily under the written orders of some responsi¬ 
ble officer. An ordinary method of compensation for. overtime work in 
offices would be to give a day off in lipu of overtime worked for a number 
of days. Even in departments where overtime is unavoidable, e.g. Rail¬ 
ways, Customs, etc. such work should be minimised. Pecuniary. com.* 
pensation for overtime may be at rates ranging from mere time rate to. 

times; double the normal rate would be justified only where the work 
involves special strain o» exceeds a certain limit or involves prolonged 
employment during night (97—99). 


(xxvii) As tlie number of working days in most departments do not 
now exceed 260 days per year, the Commission recommend that every 
effort should be made to increase the total number of working days. The 
dislocation of work caused by communal holidays may be remedied by 
slightly increasing the number of casual leave days, if necessary, com¬ 
munal holidays being abolished altogether (101 and 102). 

F. Race and Sex—Dilterentiation on ground of 


(xxviii) The principle of equal pay for equal work is accepted. 

The service of foreign experts for specialist services should be obtained; 
on a contract basis and the need even for such engagements should gra¬ 
dually be eliminated by training Indians. Where a non-Indian is recruited 
to a post in one of the permanent cadres, it will be best not to alter the 
basic pay but to grant an allowance analogous to overseas pay (104). 

(xxix) 111 regard to empldyinent of women, the practice in private- 
industry where women are generally paid lower than men on account ol 
their low output cannot be ignored; but for certain kinds of work where 
the services of women are exclusively or preferably required, e.g. school¬ 
mistresses, lady doctors, nurses, telephone operators, etc. grant of more- 
favourable terms is approved. (105). 

O. Oonditions of Service 

(xxx) Direct recruitment at different levels is approved in principle but 
in respect of none of the higher levels should direct' recruitment be 
exclusive. 


(xxxi) While the claim for reservation of a higher percentage of posts 
for promotion is. not accepted, it is recommended that even where direct 
recruitment is the rule, persons already in service who possess the 
Requisite qualification may be allowed to compete for such recruitment 
by a reasonable relaxation of the rules relating to age limit, etc. 

(xxxii) For jobs where academic qualifications are not of much im¬ 
portance, due consideration should be given to those in service who have 
the benefit of experience (107—109). - 

(xxxiii) In applying the formula of seniority-cuTn-merit, the extreme view 
that seniority should prevail except when a person has been declared to 
be unfit is not accepted. For jobs in respect of which long familiarity 
witli a particular type of work is itself adequate training, the rule of 
seniority should receive greater weigbtage but for the higher grades of 
service, considerations of fitness must have precedence over claims of 
seniority (110) 
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(xxxiv) As the eliicieucy of the promotion system depends on the 
method adopted to determine the relative merits of candidates, it is re¬ 
commended that where the r.P.S.G. agency is not used, selection hy 
.promotion boards consisting of independent officers may be adopted as 
widely as possible. It may be convenient to have lists prepared from time 
to time of candidates for promotions instead of taking a decision after a 
vacancy has arisen. Except where qualifying examinations are in vogue, 
examination tests as a means of selection for persons already in service 
at each stage of promotion are not recommended (110—113). 

(xxxv) The personal rolls of the employee must generally contain 
observations regarding his qualities, capacity, etc. The whole official 
record of a person must be taken into account when considering claims 
for promotiqn and not merely the latest entries. Employees must be 
informed wherever possible of the intention to record adverse remarks in 
their personal rolls and given an opportunity for explanation and improve¬ 
ment. They must in all eases be informed of adverse entries and their 
■explanation, if any, must be recorded (114—117). 

(xxxvi) As regards the working oi the disciplinary rules, the Coin- 
'mission is of the view that so far as the upper grades of the services are 
concerned, the safeguards provided by the rules are normally sufficient to 
discourage victimisation or unfair acts. Attention is drawn to certain 
■ defects in the rules so far as these relate to employees of the lower grades. 
Many of the claims made by the service representatives proceeded on a 
mistaken identification of the steps taken for the dismissal of a public 
servairfc with the steps in a criminal trial. The Officer exercising delegated 
powers in disciplinary matters is not in the position of a Prosecutor acting 
also as Judge. He should eschew personal considerations and determine 
such oases in the best interests of the service. An’extension of the system 
of having Personnel Officers to deal with all disciplinary cases is recom¬ 
mended. Tt is neither desirable nor practicable to insist on the interven¬ 
tion of an outside body in all disciplinary matters. It would meet the 
■ends of justice if persons dismissed or removed from service are allowed 
in addition to the right of appeal a right to petition the higher authorities 
for a. review of their case and the right of lower authorities to withhold 
such petitions where no appeal lies is abrogated. An o])port\mity for 
-personal appearance before the officer dealing with the ay)peal is also 
■Tecommended. « 

(xxxvii) Miscellaneous recommendations relate to avoidance of delay 
in dealing with staff cases, removal of restrictions in the matter of union 
'Officials helping in the defence of personal cases. Steps should be taken 
early to have the number required in each office or department (including 
industrial establishments) examined with some approximation to realities 
and after a. certain length of service say one year even temporary employees 
should be entitled to most of the privileges of the permanent employees, 
in the matter of earned leave, medical aid, provident fund, etc. (126—132). 

(xxxviii) Supporting the demand for help and encouragement to 
public servants to educate themselves even after entering service, certain 
-proposals adopted in the U.K. as a result of the Eeport of the Assheton 
Jlommittee are recommended. (135). 

H. Leave 

(xxxix) The existence of variety of rules and regulations governing 
-various classes of public servants is recognised as a natural cause for dis- 
■satisfaction. The demand for extending the liberal provisions of Funda- 
•mental Eules to all services is not accepted. As leave rules should be 
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iframed with due regard to an employee’s need for rest on the one hand 
and public interest on the other, the employees’ age and length of service, 
the nature of his work, and the field of recruitment\ire all considered to 
be factors justifying differentiation between classes of employees. (136- 
142). . ' 

(xl) Full pay leave .—^As regards employees belonging to the Class 
II and III services, the Eailway Rules regarding earned leave .should he 
brought into line with the Revised Leave Rules' 1933 incorporating the 
-changes recommended in the latter set of rules. In regard to Class IV 
services, both in the Railways and Civil Departments, employees should 
earn full pay leave at the rate of l/22nd of duty during the first ten 
years of their service, at the rate of l/16th from the 11th to the 20th year 
of service and at 1/llth of service from the 21st year onwards. (143). 
Certain relaxations on the limits of accumulation are recommended. 

(a) extension of 00-day limit to 120 days generally, (b) the extension 
■of the limit to 180 days if the leave is spent out of India and (c) the ex¬ 
tension of the limit in the case of Glass IV service to the extent that 
leave may be earned during four years. (148). 

(xli) Half pay leave .—In place of the existing system under the Revised 
Leave Rules and Railway Leave Rules, it is recommended that half pay 
leave should also be earned like full pay leave. Members of Class I, II 
and III services should be entitled to half pay leave at the rate m l/16th 
■of duty throughout their service. Members of Class IV at l/-i2nd of 
duty for the first 20 years and l/16th thereafter. (146). 

(xlii) When leave is granted on medical certificate, any public servant 
■will be entitled to commute the half pay leave that he has earned into full . 
pay leave for half of that period, such full pay leave on medical certifi¬ 
cate not exceeding 6 months in the whole service. (145). 

(xliii) Leave not due on half pay, subject to a limit of three months, 
at a time and 6 mouths iu all, .such leave being debited to subsequent 
leave earned, may be allowed in the case of permanent employees who 
may require leave on medical certificate but have not enough earned leave 
at their credit. (146), 

(xliv) Leave salary may be calculated as follows: — 

(a) For tilie first 30 days out of leave taken at a time, on the 

average of last 12 months’ pay whether substantive or 
officiating; 

(b) for the periods of leave beyond the first month, with reference 

to the pay drawn or that would be drawn by the employee 
in the pemanent post held by him substantively on the date 
preceding the commencement of leave. (14V). 

(xlv) Where temporary employees are kept on indefinitely, they could 
after completion of one year’s continuous service earn leave on full pay as 
well as h& 'pay on the same terms as permanent employees of the grade 
with a like right to commute half iiay leave into full pay leave on medical 
certificate. (149). . 

(xlvi) Study leave rules should be worked more liberally; they should 
not be limited to gazetted services, nor should they be limited to studies 
abroad. (161). 
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(xlvii) The maxima limit on leave salary should be removed in the 
case of those who are governed by/the new scales of pay recommended by; 
the Commission. 

(xlviii) The lifting of the ban recently imposed forbidding the grant of 
additional pay for officiating appointments of less than two months vacan¬ 
cies is recommended, such cases being governed by the J)re-existing practice. 
(154). 

(xlix) .\ttention is invited to certain anomalies in- regard to the calcula¬ 
tion of holidays for counting the limit of casual leave, grant of quarantine 
leave, and in the application of the Revised Leave Rules. (150, 158). 

J. 2tetiremen't Benefits 

(1) Preferenc-e is indicated in favour of a combination of the benefits- 
available under the Pension and Provident Ftmd systems and of remedying 
some of the defects in these systems. (168). 

(li) The age for retirement in future should be uniformly 58 for all ser¬ 
vices, with an option to (rovermnent to retire an employee on grounds of 
loss of efficiency at 55 or to grant annual extensions thereafter. (169). 

(lii) The demand for extending tlie concession of voluntary retirement 
to all those who have put iu 25 ,vears' service is not accepted. Instead.: 
abrogation of Article 465-A is suggested in case of new entrants. (169). 

(liii) The lower scales of pensions recmnmended in the case of new 
entrants i.e., those not in permanent service on 1-4-1938 should not be 
applied. (174). 

(liv) An overall maximum of Rs. 8,000 per year as pension would be in 
keeping with the salaries maxima proposed by the Commission. (174). 

(Iv) The scale of pension should he 1/80 of emoluments for year of ser¬ 
vice subject to a limit of 35/80 and nob exceeding Rs. 8,000 for 35 years’ 
service. (174). 

(Ivi) Additional pensions may be abolished in the event of the above 
higher limits being adopted. (174). 

(Ivii) The scale of gratuity for non-pensionable employees in Railways 
'may be raised to ^ a month’s pa,v per year of service subject tq a maximum 
of 15 months’ pa.y not exceeding E.s. 25,(XK) in the case of all grades. (175). 

(Iviii) The Commission do not recommend any departure from the 
principle that compensatory allowan(!es as such should not count as reckoa- 
able emoluments. (177). 

(fix) The demand for a niinin)nm pension as subsistence allowance for 
pensioners is not accepted. (178). 

(lx) For women employees ,generall,v (who may leave service on marriage) 
and other establishments who may not serve a full term the contributory 
provident fund concession may be allowed instead of pension. (179). 

(Ixi) Minimum qualifying age for pensionary service should be 20 for 
Class T, TI, ITT and 18 for Class IV services. 

- (Ixii) Employees' may be permitted to commute lump sum payments 
under the Provident Fund Scheme into annuity or pension. (180). 

(Ixiii) Since a suitable ‘appeals’ procedure has been laid down, the Com¬ 
mission feel there is no risk of the power to withhold special contribution or 
gratuity bein,g exercised arbitrarily. (182). 

(Ixiv) Limitaition of the power of a.ssigning Provident Fund assets to other 
than wife and children is commended. (182). 
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(Ixv) No increase in the scale of Government contribution or bonus for 
railway employees appears justified. (182). 

(Ixvi) To provide for free ircterehange of personnel (particularly in 
scientific and technical services) between government services and local 
bodies, the Commission suggest for consideration the adoption of a scheme 
similar to the Federated Superannuation System for Universities in voerue 
in the U. K. (183). 

(Ixvii) The Commission recommend the extension of the scale of bene¬ 
fits (bonus) allowed under the Railway Provident Fund Rules to employees 
in other Departments as well who are not in pensionable service, but not 
the gratuity or special contribution as in Railways. (184). 

(Ixviii) There should be Tio differentiation between industrial and non¬ 
industrial employees in the'matter of retirement benefits. (185). 

(Ixix) A scheme which has appealefl to the Commission is the surrender 
by an officer retiring from service of a given amount of pension oh retire¬ 
ment from service so as to obtain a capital sum or annuity to be paid to 
dependent beneficiaries: on the lines of the Mysore schemes. A possible 
variant may be devised to enable the o()tion to be exercised during service 
f.e., before the pension actually accrues. (187). 

(tat) In view of the reduction in pension scale from 1/60 to 1/80 per 
year of service (which involves a surrender of 25 per cent, of pension) a 
gratuity of half a month’s pay per year of service subject to a maximum 
of 15 month’s pay is recommended as a retiring gratuity or death benefit 
as the case may be. (188). ’ 

(Ixxi) As a measure of family protection, security to the employee him¬ 
self and stability from the Government point of view, the pension system 
with necessary improvements is superior and option should not be allowed 
to pensionable employees to elect provident fund system. (189). 

(Ixxii) The institution of family pension funds is not advocated for the^ 
services as a whole. (190). 

(Ixxiii) The Commission are opposed to the extension of the commuta¬ 
tion of pension rules and the grant of commutation amounts without medi- 
examination. (191). 

(Ixxiv) The institution of compulsory insurance is favoured; and is com¬ 
mended parlticularly in the case of employees whose conditions of service 
involve accidents and risks. (192). 

(Ixxv) A compulsory insurance scheme outlined by Mr. 'Wilson, M.A.G., 
is recommended for further examination by Government. (193). 

(Ixxvi) An option similar to, that allowed under the U. K. Superannua¬ 
tion Act 1935 is recommended in the case of persons in pensionable ser¬ 
vice. (194). 

(Ixxvii) In the case of non-pensionable employees, compulsory insur¬ 
ance may take the form of an option to take an annuity for a given period 
for a beneficiary instead of a pure life assurance, cover. (197). 

(Ixxviii) The retiring benefit for every public servant should consist of 
two components—(i) a recurring monthly pension and (ii) an insurance 
cover the premia for which would be foimd by Government by making 
a reduction of 25 per cent, in the amount of pension. (199). 

(Ixxix) A contribution by Government of about 3 per cent, of ,an 
officer’s pay as it stands from time to time would be sufficient to'liquidate 
Government’s liability for one fourth of pension. It is suggested that a 
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• postal endowment policy for this amount should be issued to each employao 
on confirmation. As the substantive pay increases, the policy amount wil 
have to be augmented. In order to reduce the work connected with the 
revision, it may be made at longer intervals than a year and by making this 
group insurance scheme compulsory, the necessity for recurring medusal 
examination may be obviated. (199). 

(Ixxx) The amount of cover available will bd paid to the party on retire¬ 
ment in the normal course or to his heirs if he should die before retirement. 
<199). 

(Ixxxi) The above arrangements could be applied to persons governed 
by the Eailway Provident Fund Rules also by requiring the subscribers to 
forego a part of the Government contribution and gratuity. (199). 

(Ixxxii) Since the extension of the above schemes to persons in servico 
might present difficulties, they may be given the following benefits: — 

(1) At their option to forego l/4th of the pension that might accrue 

and in return to become entitled on retirement to a lump sum 
of 3/80ths of pay for each year of service subject to a maxi¬ 
mum of 15 months’ pay; 

(2) On death in service after completion of not less than 6 years 

service, a lump sum of one year’s pay or S/SOths of pay for 
each year of service subject to a maximum of 15 months’ pay 
may be paid to the heirs; 

(3) On death after retirement if the money drawn by way of pension 

and lump sum is less than a year’s pay the balance of a year’* 
pay may be paid to the heirs. (199). 

(Ixxxiii) Where a Government servant who has. rendered more than 25 
years’ service dies in harness or shortly after retirement, the widow and 
dependent children of the deceased should be allowed to draw in addition 
to the benefits last mentioned, a portion of the pension limited to half of 
the pension earned subject to a maximum of Es. 150 per mensem for a 
maximum period of say five years. When such a Government servant 
dies before expiry of 5 years after his retirement and has drawn his pension 
for only a short period, the benefit of a similar limited pension may be 
extended to his family for the unexpired portion of the 6 year period. 
(199-A). 

K. OoncUlatioa ICachinery. 

(Ixxxiv) The Commission are not impressed M'ith the argument that in 
the absence of organised associations of employees anything in the nature 
©f the Whitley scheme cannot be usefully introduced. As associations with 
different degrees of stability and cohesion have latterly come into existence 
in this country the very opportunity and experience of working something 
-Hke the Whitley scheme will help to advance the organisation. The 
machinery should, however, be elastic, to suit the different grades of public 
servants and the varying groups among them. As regards organisation of 
staff associations, they may for some purposes be regional, for other purpose* 
departmental while matters of common interest may be attended to by an 
aU-India body. (200—210). 

(Ixxxv) Following the English practice, no special conciliation or adjudi¬ 
cation machinery need be provided in the case of Class I Services. For 
Class II service, and certain non-industrial grade of Class II an organisa- 
flon on the lines of the Whitley machinery would prove useful. For Clam 
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rV services and certain grades of Class III in commercial departments sinae 
trade unions have come to stay, the experience of other countries indicates 
that notwithstanding the d^gers and difficulties associated with certain 
stages in the development, it is best for the Government to deal with well 
organised unions of employees. (211-214). 

(Ixxxvi) The proposals of Mr. Joshi to limit the membership of the staff 
side of the machineiy to representatives of the unions and allow individual 
cases to be raised in the joint committee are not accepted by the rest of the 
Commission. (216). 

(Ixxxvii) To encourage managements of service associations by service 
men, Government should allow adequate facilities to public servants hold¬ 
ing responsible offices in the unions and dispel the apprehension that serving 
as a imion official will prejudice a person's prospects in the public service; 
the other suggestions in his note are commended. (216). 

(Ixxxviii) In respect of arbitration, English opinion and practice have 
been against compulsion. In view however-of the enactment of the 
Industrial Disputes Act, 1947, it is recommended that experience of the 
working of the Act should be awaited before considering any other course in 
respect of classes of employees who come within the purview of the Act. 
In regard to Class II services and those sections of Class III service who 
have not organised on trade union lines, a resort to an ad hoc tribimal 
similar to the Civil Service Arbitration Board in England is suggested. 
(218)., 

If. Labour. 

(Ixxxix) The main question regarding basic pay payable to unskilled 
labour has been discussed in Part II, paragraphs 43-51. Taking this as a 
datum line, a classification of the higher grades (including supervisory 
staff) into (i) semi-skilled, (ii) skilled and (iii) highly skilled is recom¬ 
mended.) 

(xc) Persons of whom only physical or manual work not requiring any 
intelligence, training or experience is expected may be classed as unskilled 
labour. As regards tests to be adopted in determining the higher cate¬ 
gories the basis of differentiation may vary from industry to industry. 
Sometimes theoretical training may be more essential—^in others ap¬ 
prenticeship or practical experience may be more important. Classification 
in the last resort must be based on trade tests. It will be convenient if 
each industrial establishment constitutes a Board, say of three of its officers 
to determine the classification which should be reviewed from time to time. 
(221-224). 

(xci) In regard to remuneration, the minimum wage recommended by 
the Commission should be applied at the lowest level whether or not the 
principle is accepted in private industry. As regards the higher grades of 
labour, there is not much justification for suggesting that remuneration 
should be markedly higher in Government services than in private industry. 
(225-226),. 

(xcii) There is much to be said in favour of a system of paying efficiency 
bonus according to the outturn of each worker. 

(xciii) It will be best to leave the question of wage fixation to Wage 
Boards. Where wages have to be fixed by a Eegional Board, it may pot 
always be possible to give effect to the principle of all India uniformity. 
(225) 
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(loiv) The daily rated system for labour whether in Railway or <>ther 
departments of Government should be reduced to a minimum. (227), 

(xcv) On the piece-work system, the Commission have commented in 
detail in Part III-D—P. 34. (227) 

(xcvi) On the employment of contract labour similarly observations are 
oontained in paragraphs (III M. 23 and W. 23). (227) 

PAST in 

Only the main recommendations are summarised here; for facility of 
reference to the matter given in the body of the report, the sections a.ndi 
para, numbers are indicated. 

A. Headquarters Offices 

(xcvii) Recommendations have been made on the assumption that the 
present system (the tenure system) of recruiting officers for the Secretariat 
will continue. If a change is made, a further reorganisation of the minis¬ 
terial staff will be necessary. For pay scales recommended for staff of the 
Secretariat see paragraphs A-9 to 13. 

(xcviii) The artificial distinction in status between Attached and .Sub¬ 
ordinate offices should be abolished. Any office important enough to be 
classed as Secretariat should be absorbed in it. It would be best to separate 
from the Secretariat proper, offices of Executive Heads even if they are 
located at headquarters of Government. Even where it is necessary to 
have as adjuncts to Secretariat certain offices or branches for expert advice 
and assistance, such offices cannot be treated on a special footing and as 
different from offices of Executive Heads. (A-14 and 17). 

(xoix) For scales of pay for non-seoretariat headquarters offices, see 
paragraphs A-18 and 19. Class IV scales—see para. A-20. 

(o) Even during the continuance of the tenure system, fixed scales of 
pay for officers like Under Secretaries and Peputy Secretaries, etc., are 
preferred to the existing practice of granting special pays. For scales 
suggested for higher posts in the Secretariat and Railway Board, see para¬ 
graphs A-22 and 23. 

B. ITaance Department 

(1) Indian Audit Department. 

(oi) Class I posts—see para. B-10; Class II posts—see para. B-11; 
Glass in scales including clerks. Divisional Accountants, S.A.S., etc., see 
paras. B-14 to 16. Class IV scales—see para. B-17. 

(2) Military Accounts Department. 

(oii) Pay scales may be on a line with those suggested for similar staff 
in the Indian Audit Department. The claim for parity with army scales 
is not accepted. See paras. B. (2) 3-4. 

(3) Income-tax Department. 

(ciii) The present distinction between Class I and Class II semces 
should continue [p. B (3)-3]; as also the classification of Commissioners 
charges into senior and junior eommissionerships [p. B(3) 4]. 

(civ) There should be less disparity than is now the case between the 
three services under the Central Board of Revenue, namely the Income- 
tax, Customs and Central Excise, as well as between the staff of the same 
department serving in diSerent provinces. [B. (3) 6] 
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(ov) Pay scales—-Class I and Class II posts [para. B(3) 5]; Class III 
posts—Executive [para. B(3) 6]; Class III posts—subordinate and minis¬ 
terial [para. B(3) 11]; and Class TV posts [para. B(3) 11]. 

(4) Customs Department 

(cvi) Pay scales—Glass I Services [B(4) 8]; Appraising staff [para. 
B(4) 4]; Preventive Service [B(4) 5]; posts in Customs Laboratory and 
miscellaneous posts [B(4) 6 and 7]; ministerial staff [B{4) 8] and Boat 
and Launch Establishment and outdoor lower grade staff, etc. B(4) 8] 

(5) Central Excise 

(cvii) Class I scales [para. B(5) 4]; Class II and Class III Executive 
staff [para. B(5) 5]; ministerial and outdoor establishment [Para. B(5) 6] 
and staff in salt sources [para. B(5) 7]. 

(6) Central Revenues—Chemical Service 

(cviii) Pay scales for all grades [para. B(6) S]. 

(T) Security Printing Press, Nasik 

(cix) Pay scales [paras. B(7) 4 and 5]. 

(8) Mints 

(ox) Pay scales of different grades [para. B(8) 3]; pay scales of Mint 
Workers [para. B(8) 6]; other grievances of Mdnt Workers [para. B(8) ft}. 

0.—^Transport Department 
(1) Railways 

(exi) Class I scales [Para. C. (1) 13]; Class 11 service [para. C. (1) 13]; 
Scientific service [para, C. (1) 14]; Railway Medical Service [para. C- (1) 
16]; Clerical Services [para. C. (1) 18]; Accounts Department [para. C. (1) 
19' ; Station Masters and Assistant Station Masters [para. C. (1) 20]; 
Signallers [para. C. (1) 25]; Ticket Examining staff [para. C, (1) 26]; 
Train Examiners [para. C. (li 27] ;-Engineering subordinates [para. C. (1) 
28]; Stores Department staff [para. C. (1) 28]; Running staff i.e., Drivers, 
Shunters, Firemen, Guards, etc. [para. C. (1) 28] ; Transportation (Power), 
Mechanical (Loco, Carriage and Wagons, and Electrical) and Workshop 
Branches [para. C. (1) 32] and Traffic and Commercial Branches [para. 
C. (1) 33], 

(cxii) Complaints regarding hours of duty, inadequacy of leave reserve 
and application of periodical tests of fitness to he considered [0. (1) 21, 
24 and 30]. 

^exiii) Where it is not practicable to send rehef for duty on holidays, a 
suitable form of compensation would be the grant of additional earned 
leave [C. (1) 21]. 

(cxiv) The manner in which a portion of the running rdlowam^e can be 
separated from the portion which forms part of the salary being under 
consideration of the Railway Board, the Commission propose as an interim 
measure that running allowance should be paid in addition to the basic 
scales of pay recommended in accordance with the existing rules but not 
exceeding the average monthly running allowance drawn by an employee 
during 1946 [C. (1) 29]. 
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(oxy) liegarding (wmplaints about lack of opportunities for promotion 
and claims for reservation of posts it is recommended that reasonable 
channels of promotion must be provided for ail sections of stafi and no 
section should be given an undue advantage. [C. (1) 22-25 and.34], 

(cxvi) Miscellaneous recommendations.—The daily rated system should 
as far as possible be replaced by the monthly rated system except when the 
work is casual; the majority view is that piece-work should be the exception 
rather than the rule; better facilities should be provided for the education 
and practical training of employees; claims for adequate uniform footwear 
etc., should be sympathetically considered; employment of contract labour 
should be avoided as far as possible [C. (1) 34], 

(cxvii) There should be some measure of uniformity in classification of 
grades of workmen into skilled and semi-skilled in all the Eailways and it 
would be helpful if the Railway administration would settle such questions 
in consultation with the unions concerned [G. (1) 34], 

(2) Other charges under the Transport Department 

(cxviii) The Bengal Pilot Service should be treated on a uniform basis 
with'other Class I services [C. (2) 7]. It would be less derogatory to 
ttie status of these officers if a change is made in the present system of 
their receiving pilot fees directly from shipping companies. [C. (2) 11]. 

(cxix) Pay scales for staff of pilot vessels [C. (2) 11]’ 

B.—Communicationa Department 
(1) P. T. Department 

(cxx) The present distinction where it exists between Glass I and 
Class II services should continue. Some Superintendents of Post Offices 
may be placed in Class I. [D(l) 17)]. 

(cxxi) Pay scales—gazetted services [paras. D(l) 18 to 24]; D. G. P. 
A T.’s office [para. D(l) 25]; Offices of Heads of Circles [para. J)(l) 26- 
27]; Clerical and allied services in the subordinate Post and Telegraph 
offices [para. D(l) 28-30]; P. & T. Accountants [para. D(l) 31]; Telephone 
Revenue staff [para. D(l) 32]; Subordinate Telegraph Engineering and 
Traffic staff [paras. D(l) 33-37]; Supervisory Workshop staff [para. T)(l) 
38]; Intermediate Classes [para. D(l) 39] and Class IV services [para. 
D(l) 40]. 

(bxxii) Miscellaneous recommendations [paras. I)(l) 42 to 56] Ex- 
Company staff who have been granted the old terms cannot be allowed to 
elect scales of pay proposed by the Commission unless they accept all the 
conditions of service of new entrants [para. D(l) 44]; Provision of proper 
training facilities for all grades of labour has been particularly recommend¬ 
ed [para. D(l) 45]; tenure of service in remote and unhealthy places 
should be for limited periods [para. I)(l) 50]; seasonal postmen should be 
retained on a basis similar to that applicable to field staff of the Survey of 
India [para. D. (1) 53] ; procedure for making appointments and promo¬ 
tions should be by selection boards as far as possible [para. D. (1) 54] ; 
oomplaints about working hours and night duty are examined and a recom¬ 
mendation is made that overtime duty should be reduced as far as possible 
Snd where it is inevitable should be properly remunerated [para. D. (1) 57]; 
compensatory holidays in lieii of work done on closed holidays may be 
added to leave [para. D. (1) 57]. 
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(cxxhr) System of employing Extra Assistant Departmental staff shouM 
cantinuB but the scale of remuneration should be improved in the light of 
present day ccmditions fD. (1) 58]. 

(1^ Bailway Intpectorate 

(orxiv) Salaries should be on a line with scales for the Engineering 
Department of State Railways. 

( 8 ) Meteorological Department 

(cxxv) For pay scales see para. D. (3) 6. 

(4) Civil Aviation Directorate 

(oxxvi) The’pay scales for technical posts in the Department as recently 
revised have evoked complaints from employees of other Departments. 
While appreciating the differentiating circumstances in regard to certain 
grades of employees, the Commission recommends that in future recruit- 
m«its to the permanent cadre of the Civil Aviation Department, greater 
regard should be paid to uniformity of remuneration with other comparable 
services. Ministerial staff should be dealt with as in other departmental 
offices ’ [D. (4) 2-5]. 

K.—Education Department 

(cxrvii) Scales of pay—Collegiate teachers (E-10 & 12); Polytechnls 
Staff (E-11); Office of Superintendent of Education (E-14); Non-co’legiate 
feachers (B-17); Military and Railway Schools (E-18 and 19); Libraries 
^-20): Archives Department, Anthropological (Survey and Imperial 
Library (E-21 to 23) and Archaeological Survey (E-25). 
r.—Health Department 

(cxxviii) Scales of pay.—Office of the D.G.I.M.S. (F-2); Medical Store 
Depots (F-3); Malaria Institute of India (F-4); Biochemical Standardisa¬ 
tion Laboratory (F-5); All India Institute of Hygiene and other Research 
Institutions (F-5 4 6); Port Health Department (F-7). 

O.—Agricultural Department 

(oxxix) Secretariat and headquarters staff (G-3 to '6); Zoological Survey 
and Botanical Survey (G-6); Agricultural Marketting Department (G-7); 
Dairy Research Institute (F-8); Imperial Council of A^cultural Researoh 
(Q-9); Imperial Agricultural Research Institute, Delhi, Imperial "Veterinary 
Research Institute, Mukteswar and Izatnagar; Forest Research Institute, 
Dehra Dun (G-13 to 15); Survey of India—Pay scales for Class I posts 
(G-20); Class 11 posts (G-21); Topographical Assistants (G-22); Sub¬ 
ordinate staff (G-24). 

(cxxx) Complaints about application of departmental leave (G-26); re¬ 
garding service bonds (G-28); manner of promotions (G-30) and compensa¬ 
tion for injuries (G-31) are brought to notice for sympathetic consideration. 

H.—^Tood Department 
(cxxxi) Pay scales (H-4). 

J.—Home Department 

(oxxxii) Pay scales—Secretariat Staff (J-2); Intelligence Bureau (J-8). 
H.—-Information and Broadcasting Department 

(ozxxiu) Pay scales of Information Bureau (K-4); All India Radio (H- 
and Publications Division (K-10). 
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li.—Commerce Department 

(cxxxiv) Pay scales of Office of the Economic Adviser (L-3); Offices of 
the Chief Controller of Imports and Chief Controller of Exports {L-4); 
Tariff Board (L-5); Controller of Indian Shipping (L-6}; Eegistrar of Trade 
Marks (Ij- 7): Lighthouse Department (L-8); Mercantile Marine Depart¬ 
ment (L-9); Seamen’s Welfare Directorate (L-IO); I.M.M.T.S. ‘Dufferin’ 
(L-10); Superintendent of Insurance (L-11). 

(cxxxv) High Commissioner for India—The Commission refrain from 
making any specific suggestions as regards scales of pay as there is no 
uniformity in the matter of control and service terms allowed to represen¬ 
tatives of India abroad and it is a matter of policy for Government to 
decide to what extent staff should in future be sent on deputation from 
India or recruited locally (L-T2). 

(cxxxvi) Trade Commissioners—The recommendations in para. 64, Pt. 
II regarding Indian Foreign Service will be relevant. 

M.—Industries and Supplies Department 

(cxxxvii) Secretariat and headquarters stgff (M-2); Directorates General 
of Industries & Supplies and Dispo.sal (M8); Indian Ordnance Services— 
Inspection Wing (M4); State Bail ways Coal Department (M5); Coal 
Commissioner (M6); Patent Office (M8); Textile Commissioner (M9); Gov¬ 
ernment Test House, Calcutta (MlO) and Council of Scientific and Indus¬ 
trial Besearch (Mil and 12). 

F.—Works, Mines and Power Department 

(cxxxviii) Pay scales—Geological Survey (N4); Electrical Commissioner 
and Central Technical Power Board (Nil); Consulting Engineer—Water¬ 
ways & Irrigation and Central Waterways, Irrigation and Navigation Com¬ 
mission (N12); Department of Mines and Indian School of Mines (N13 and 
14); Inspectorate of Explosive.^ (N15); Central Public Works Department 
—Workers (N22); Engineering Subordinates (N24); Gazetted services 

e ; Horticultural division (N26); Estate Office (N27); Office of the 
oiler of Printing and Stationery (N36 and 36). 

(cxxxix) It is recommended that the .scales of pay of ministerial staff 
in the Chief Engineer’s Office should be on the scales of pay prescribed for 
offices working directly under the Government of India and for staff of 
Circle and Divisional Offices the scales should be the same as for sub¬ 
ordinate departmental offices (N21). 

(cxl) The scales of pav of workers of the C. P. W. I), should be built up 
on the basis of differentials appropriately applied to a minimum wage of 
Bs. 30—^35 for unskilled labour (N22 and 23). 

(cxli) Eeferenee is made to a report of Mr. Whitley in regard to indus¬ 
trial employees of presses which points out several anomalies in the present 
classification, designation and grading of posts and it is recommended that 
uniformity should be established by classifying the posts according to the 
nature of the work and responsibility and the scale required should be 
fitted into one or other of the various suggested grades (N36). 
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O. —Commonwealth Relations Department 

(cxlii) Pay scales (0-2). 

P. —External Affairs Department 

(cxliii) Pay scales (P3 to 6). 

Q. —Labour Department 

(cxliv) Pay scales—Chief Labour Commissioner’s Office (Q3); Chief 
Adviser Factories (Q4); Coal Mines Welfare Fund (Q5); Director Unskilled 
Labour Corps (Q6). 

(cxlv) No detailed recommendations are made in regard to the staff of 
the D. G. Resettlement and Employment in view of the temporary nature 
of the posts but any fresh recruitment should be on scales recommended 
by the Commission for similar categories in other department (Q7). 

R. —Legislative Department 

(oxlvi) Specialist posts (R2); Tribunals (R3). 

8.—^Miscellaneous Secretariat Departments 

(cxlvii) Pay scales—F.P.S.C. (SI) Other offices (^2 to 4). _ 

T.—Legislative Assepibly Department 

(cxlviii) Pay scales—gazetted offices (T2); Ministerial and Subordinate 
stafi (T3). 

U —Political Department 

(cxlix) By convention the same conditions of service as apply to the 
staff under the rule-making control of the Governor General in Council are 
extended to persons whose conditions of service come under Section 145 
of the Government of India Act, The general recommendations in the 
case of the Indian Foreign Service and the All India Administrative Service 
will form a guide for superior posts in the Political Department (U-1 to 3) 
while recommendations in Pt. III-A paras. 18—-21 would apply to depart¬ 
mental offices. 

W.—Defence Department 

(cl) There is no justification for a wholesale assimilation of the different 
categories of staff in the G. H. Q. with the Secretariat Departments butv 
the proposal for putting the establishment of G. H. Q. as far as possible 
on a civilian footing is supported. 

Pay scales G. H. Q. (W7); Lower Formations—M.iE.S. (W13); 
Other Directorates (W14 and 15); Naval Headquarters (W16); Air Head¬ 
quarters (W17); Civilian Services under the M. G. O. (^^23); Cantonment 
Executive Officers Service (W25). 

(eli) The Commission do not dwell at length on the recommendations 
of the Wilmot Report as they presume it will come under the considera¬ 
tion of Government. They however accept the general suggestion that the 
scales for Ordnance employees should be modelled on the Railway scales 
as far as duties are comparable. (W20). 

(clii) For staff of. the M. E. S. of different grades, scales for correspond¬ 
ing grades in the C. P. W. D. are recommended (W13). 
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T.—Oblef OommiBBioaeis’ Prorincu 

(cliii) BecommendatioDB are made oti the basis that the existing praotioe 
of having joint cadres with adjoining provinces will continue. If separate 
Central cadres are formed, the scales of pay should be those recommended 
for Central employees (Y6); for ministerial and lower grade staff of the 
offices of Chief Commissioners and subordinate offices respectively the 
scales of pay for offices of heads of departments working directly under 
the Government of India and scales for subordinate departmental offices 
should respectively apply. Additional remuneration would be justified for 
service in Baluchistan, Andamans, etc. (Y-8 to 10). 

S. VARADACHARI. 

ChairmaH. 

The &rd May 1947. 

K. R, P. AIYANGAR, 

{Secretary). 
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QUESTIONNAIBE 
“A” Classification of Sbhvices. 

1. Civilian posts under the Central Government, whether paid from 
Ohril Bfltimates, (including Posts and Telegraphs and Bailways), or 
diargeable to Defence Estimates,' are generally classihed into Class I, 
Glass II, Subordinate and Inferior Services. Do you consider that this 
tlassification requires any modification generally or in respect of any 
particular department or class or classes of employees? If so, what 
modifications in theLpresent classification and nomenclature do you suggest ? 

2. If you propose any alternative classification, what broad criteria 
would you suggest for the differentiation of duties and responsibilities of 
posts to be included in each category? 

“B” Standards of Bemunbration. 

S. What tests and standards would you suggest as appropriate bases to 
be adopted in fixing the salary or remuneration of the various grades of 
employees above referred to when Indians recruited in India are appointed 
to those posts? Please illustrate your views by working out scales of pay 
on that basis for any of the services with which you are familiar? 

4. If in any circumstances recruitment has to be made of non-Indians 
from outside India for any posts or services, how should the remuneration 
b® fixed in such eases vis-a-via the rates prescribed for Indians? 

5. What is your opinion as to the fairness of the present standards of 
Vemuneration for different grades and categories of Government employees ? 
If you are not satisfied about it, on what lines and to what extent would 
you suggest revision of the existing scales of remuneration, in respect of 
ttie different grades and the different departments of Central Government 
employees ? 

'6. It has been said that Indiana holding posts in the public service in 
India should not be paid more than public servants doing comparable*work 
In England. Do you consider this a valid criterion to apply in judging 
standards of remuneration for posts in India? 

7. Do you consider that the only test which should be applied to judge 
of the adequacy of remimeration for posts imder Govemnaent is the 
eriterion whether Government is paying the market value for the class of 
recruit and no more? 

8. In case you agree with the view referred to in the last question, in 
respect of what categories of Government employment do you consider the 
application of this principle practicable, and how far, in your opinion does 
tte present standard of remuneration for these categories diverge from 
ftat prevailing in comparable outside employments? 

0. As it may be possible to recommend any long-term arrangement in 
re^>eet of the pay oi'public servants except with reference to a tolerably 
aiable level of prices of foodstuffs, clothing and other essential commodities, 
would you venture any suggestion as to when during the next few years 
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"the level of prices in India may be expected to attain a reasonable measure 
■of stability and at what level they are likely so to stabilise, taking the 
prices prevailing in 1932 to furnish the datum line ? 

Not®. —1952 is adopted as a convenient date because a general revision of salaries 
in many departments seems to ha,ve been made in or about 19^. 

“C” Bationalisation, Simplification and Uniformity in Pay Teems. 

10. Do you consider it proper that there should be uniformity of pay¬ 
ment for similar kinds of work as between different departments and differ¬ 
ent sections of the same department and as between the Centre and the 
Provinces and in all the Provinces? So far as you are aware, is there any 
'dissatisfaction on the score of disparity in earnings in regard to any specific 
grades or posts in any department under the Central Government? 

11. If you think that uniform scales should be prescribed on an aU-India 
basis for all similar categories of posts under the Central Government, 
whether the cost is met from the Civil, Eailway or Defence Estimates what 
would, in your opinion, be the proper method of allowing for variations in 
local conditions? 

12. To what extent should the pay scales allow or make special provision 
for a liabili% to serve in all parts of the country or a liability to overseas 
service ? 

13. (a) Do you consider the structure of the present pay scales of 
services convenient, adequate and satisfactory? 

(b) In particular, are they calculated to secure a proper differentiation 
■between grades of responsibility and to secure that Government get a fair 
return for the scale of remuneration paid to its employees ? Would you 
suggest any, and if so, what modifications ? 

14. What is your experience of the results of the working of time scales 
in Indian services ? 

15. In particular, does the working of the progressive tame-setle secure 
adequate reward for merit and afford an incentive for efficiency; to what 
extent should the principle of merit and of seniority be respectively adopted 
m the matter of promotion; and how far is the present system of promo¬ 
tions between grades satisfactory (a) as between the basic scale and selec¬ 
tion grade of a service, and (b) as from a lower to a higher service ? 

16. Do you favour the abolition of the distinction between the old and 
the new scales of pay and the prescription of a uniform scale for each cate¬ 
gory of posts? 

17. Do you consider a reduction in the number of time-scales or a 
reduction in the length of existing time-scales desirable for ensuring a 
better grading of duties or responsibilities of posts of a like or similar 
•character with a view to rationalisation ? 

18. Is the present practice of granting dearness allowance and ,war 
allowance to meet the temporary steep increase in the cost of living due 
to conditions created by war quite satisfactory? Would you recommend 
that the whole or any part of the dearness allowance might be absorbed in 
iuture pay scales in the event of a decision to revise them in an upward 
•direction ? 
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19. If a new scale of remuneration were fixed now how would you 
provide for its adjustment to meet future variations in prices or cost of 
living; alternatively, is a sliding scale of remuneration which would 
provide automatically for increases in the cost of living preferable and 
practicable; if so, would you allow this method of remuneration to all 
grades of public servants or only to some; in the latter case, to what 
grades would you allow the benefit of such a provision? 

20. Apart from the endeavour to neutralise the effect of the rise in 
prices by a corresponding increase in pay, do you consider it necessary or 
proper that in the case of some classes of public servants the existing scales 
of pay should in any event be increased on the ground that eveii at the 
time they were fixed they were inadequate to enable the Government 
servant to maintain himself and his family at a reasonable level pf health, 
comfort and efficiency? If so, to.what closes of public servants would you 
allow this increase and at what rates and on what principles would you 
fix the increase to be allowed on that'ground? 

21. Do you favour equal pay for equal work irrespective of difference 
of sex, or would you allow special rates of pay for women employees work¬ 
ing in categories to which they are eligible along with men? 

22. What principles should, in your opinion, be observed in regard tO’ 
fixation of basic rates of pay of unskilled labour ? What would you consider 
a proper basis of differentiation between unskilled, semi-skilled and skilled 
labour? Having regard to your replies on these points what do you consi¬ 
der should be the principles to be* followed in respect of the remuneration 
of daily-rated employees of Government: — 

(i) to ensure a fair wage; 

(ii) to provide for variations in the wage levels; and 

(iii) to secure adequate remuneration for piece-workers? 

23. In regard to terms of remuneration would you make any difference- 
between employees of industrial or commercial departments of Government 
and employees on the non-industrial or non-commercial side? 

24. Have you any suggestions to make in regard to:— 

(i) Holidays for public servants; 

(ii) hours of work of public servants; 

(iii) payment of overtime and other allowances; 

(iv) the wcH-king of the daily rate system in regard to Government 

employees; 

(v) the piece-work system in its application to Government 

employees ? 


26. Have you any other proposals to make in regard to the conditions 
of salary not covered by answers to the above questions? 
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“D” Lbavb. 

26. Is the present practice under which widely different sets of roles 
govern the grant of leave to different classes of Government emplc^ees 
working satisfactorily ? 

Having due regard to the variation in the conditions of employment and 
the differences in the nature of the duties and responsibilities of different 
grades and classes of Government servants, to what extent can leave terms 
be rationalised and simplified? 

. 27. Under existing leave rules, to what extent do public servants or 
particular classes of public servants normally take: — 

(a) all the full-pay leave due to them; 

(b) all the leave on half pay that may be admissible to them? 

28. Do you consider any changes necessary in the existing rules and 
limitations relating to remuneration during leave other than leave on fufl 
pay? If so, what changes do you recommend? 

29. Do any of the present leave rules applicable to different classes of 
public servants cause administrative inconvenience or hardship to 
employees and if so what remedies or modifications would you suggest? 

30. Do you consider the present leave terms adequate— 

(a) for affording sufficient recuperation to staff; and 

(b) for affording facilities for those desirous of doing so to improve 

their professional qualifications? 

81. In regard to terms of leave, would "you make any difference between 
employees of industrial or commercial departments of Government and 
employees on the non-industrial or non-commercial side? 

32. Have you any other proposals to make in regard to conditions of 
leave not covered by answers toi the above questions? 

“E” Eetirement Benefits. 

33. What, in your opinion, will be the best method to secure adequate 
provision for a Government servant and his family against the two even¬ 
tualities of retirement and death? 

34. Have the present rules regarding retirement from Government 
service and the grant of pensionary benefits or gratuities including the alter¬ 
native of contributing to a Provident Fund, been found inconvenient <x 
inappropriate? If sc^ what changes do you consider desirable in respect 
ofr— 

. (a) the age of retirement; 

(b) the minimum service qualifying for retirement; 

(c) the scale of pensions, additional pensions and gratuities; and 

(d) the basis with reference to which average emoluments are 

calculated ? 

85. Do you consider that the existing pension rules for pensionable em¬ 
ployees afford the same net advantages as the Provident Fund Eules appli¬ 
cable to Bail way employees? Do you consider any change in the existing 
system of pensionary benefits justified so as to provide for a measure erf 
family provision, especially in the case of persons dying in harness without 
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pension or a pensioner dying soon after retirement? What scxi of scheme 
would you prefer:— 

(a) surrender of a given amount of pension so as to obtain a capiW 

sum to be paid to dependent beneficiaries; or 

(b) a reduction in the existing scale of pension with an altemativa 

supplementary benefit in the shape of a contribution to a 
Provident Firnd or a Family Pension Fund, or a special contri¬ 
bution or gratuity based on the public servant’s length of 
service and assessed at a given proportion of pay, for example, 
half or one-third of a month’s pay for etich year of service; 

(c) compulsory State insurance; 

(d) revision in the terms of commutation of pension? 

36. Do you consider the existing Provident Fund iRules applicable to 
different classes of Government employees adequate to secure a proper pro¬ 
vision for the family of an employee or an appropriate benefit to the em¬ 
ployee himself on retirement which will , be fairly equivalent to the pen¬ 
sionary benefit? Would you recommend a surrender of any Provident Fund 
benefits and substitution therefor of pensionary benefits? 

37. Do the rules governing Provident Fund benefits to non-pensionable 
public seivants, other than Eailway employees, afford an equal benefit to 
the employee and his family as the rules applicable to Bailway employees? 

Would you suggest any changes in the former.rules? 

* 

38. In regard to retirement benefits, would you make any difference 
between employees of industrial or commercial departments of Government 
and employees on the non-industrial or non-commercial side? 

39. Have you any other proposals to make in regard to retirement bene¬ 
fits not covered by answers to the above questions? 

40. To what extent has effect been given to the recommendations ofl the 
(Whitley) Eoyal Commission on Labour in India, so far as they related to 
wage standards, pay system, and rules governing leave, provident fund and 
gratuity for the benefit of Eailway employees? 

“F” Conciliation Machinery, 

41. Do you consider the existing rules— 

(i) provi(^g for grant of recognition by Government to Employees’ 

Associations; 

(ii) permitting representation to the authorities by employees, indivi¬ 

duals or otherwise; 

(iii) authorising authorities to pass orders of fine, suspension, 'demo¬ 

tion, discharge or dismissal; and 

(iv) giving the employees a right to appeal or seek redress against 

such orders, adequate to protect the interests of employees? 
If not, what additions or modifications would you suggest? 

42. What do you consider to be the best machinery for resolving differ¬ 
ences between Government and its employees? 

43. Is the introduction of the Whitley Counpil system in regard to Gov¬ 
ernment services desirable? 

44. As regards the conciliation machinery, would you make any difference 
between industrial and commercial departments of Government activities 
and the non-industrial or non-commercial side? 

46. Have you any other suggestions to make in regard to the oon^ticais 
of terrice of public servants? 
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Votes ol Discussions at a Gonference between tbe Member^ ol tlie Oentral; 
Pay Oonunission and Provincial Eepresentatives held on Wednesday, 
(16th October 1946) and Thursday (17th October 1946). 


The Conference met in Boom No. 2, North Block Secretariat, at; 
10-30 A.M. on Wednesday, 16th October, 1946:— 

Sir S. Varadachariar in the Chair 
Members present 

Mr. Joshi, Lit.-Col. Chatterjee, Mr. Srinivasa Rao, Mr. Gadgil, Mr.. 
Lallubhai and Sardar Mangal Singh. 



Names of Provincial Representatives 

Madras 

. . Honourable Mr. K. R.Karanth, Revenue Minis¬ 

ter, Madras. 

Mr. C. 0. Coorey, h.b.b., i.o.s., Deputy Secre¬ 
tary, Finance Department. 

Bengal 

. . Mr. B. N. Chakravarty, o.b.b., i.o.s., Addi¬ 

tional Secretary, Chief Minister’s ( Estabts) 
Department. 

Mr. R. J. Pringle, M.B.B., i.o.s.. Special Officer 
and Deputy Secretary, Chief Minister’s 
(Estts.) Department. 

United Provinoes . Mr. L. P. Hanoox, o.b.b., o.i.b., i.o.s. 

Mr. Joshi, Assistant Finance Secretary. 

Bombay . 

. . Mr. B. Venkatappiah, i.o.s., Finance Secretary. 

Punjab . 

. . Mr. B. R. Tandon, o.i.b., i.o.s.. Finance Secretary^ 

Bihar 

. , Mr. P. P. Agarwal, i.o.s.. Deputy Secretary, 

Finance Department. 

C. P. & Berar 

. . Rao Sahib Krishnan, Under Secretary on Special 

Duty (Observer). 

N. W. F. P. 

. Mr. A. N. Mitchell, o.b.b., i.o.s.. Finance 
Secretary. 


Sir Hugh Hood, Secretary, Finance Department, Government of 
India,, was also present. 


At the outset, the Chairman explained to the Provincial Government 
representatives the object of the Conference, which was to enable the 
Pay Commission to have an informal discussion with representatives 
from the’ Provinces, so that there could be a free exchange of vie^ be¬ 
fore the Commission reached their conclusions. On the points listed in 
the Agenda, it was intended to record the sense of the Conference. 
Delegates from the Provinces stated that in some oases. Provincial Gk>v- 
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emments bad not come to any definite conclusions on the subjects de¬ 
tailed in the Agwda while in others the Provinoiad Government repre¬ 
sentatives had been asked to state their views in their personal capacity— 
Except in the case of Madras, where the views were represented by 
a Member of the Government, it was understood that the conclusions 
recorded for the information of the Commission were not to be taken 
as the views of the Provincial Governments. 

Classification of the Services ; (Item 1 on the Agenda). 

The opinion e:q>ressed by most of the representatives of the Pro¬ 
vinces was that it was desirable to keep lip the distinctness of Classes 
1 and 11 of the services, but a fair percentage of officers of Class II must 
be promoted to Class I. Many of the representatives were of the opinion 
that such promotion should take place fairly early in the career of an 
cfficer; some thought that the proportion of officers , to be promoted to 
Class I from Glass II might be as high as 50 per cent, while others felt 
that it would be better to fix it at somewhere between 25 and 35 per 
cent. The promotion should be by a process of selection by some res¬ 
ponsible agency on the principle of seniority cum merit. Some repre¬ 
sentatives suggested that to avoid discontent among persons of much 
the same calibre if they should be selected through the same examinar 
tion (when some of them might be fortunate enough to enter into Class 
I while others had to enter into Class II), it would be better to have 
separate examinations with different standards for the two classes. The 
representatives from the N.-W. P. P. wished to make it clear that the 
uuuiber of officers to be promoted from Class II to Class I should not be 
fixed by way of definite reservation, as that might either deprive deserv¬ 
ing officers of their chances of promotion, if reserved places were not 
available at a particular time or necessitate the promotion of undeserv¬ 
ing people to make up the reserved number. He preferred that it should 
be more in the nature of a convention than any binding rule. The view 
of the U.P. representative seemed to be that it would be unnecessary to 
maintain the distinction between Class I and Class II Services, once the 
all India services ceased to function. 

Gazetted Rank: (Item 2). 

As regards officers who are to be declared entitled to gazetted rank, 
it v/as pointed out that there was on the whole very little cause for 
<‘oniplaint in the services, so far as was known to representatives here, 
though the question was one of some importance as bearing upon the 
dignity of officers. It was generally felt that it would be be^t to leave 
U. to each administration to decide the classes of officers who should be 
awarded gazetted status. 

Pay Scales for Central Services and their relation to ■provincial scales : 

(Items 3, 4, 6 and 6) 

These questions were dealt with together. The general feeling was that 
in respect of such officers of the central services as serve in the Provinces 
and are not liable to transfer outside those provinces, parity should, as 
far as posiidble, be maintained between the scales prescribed for such 
central service officers and corresponding office workers in the services of 
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the various provinces. An all-India scale was not considered desirable 
in respeeii ot tins class or otucers. As regards gazetted officers of the 
Central bervices or omcers liable to iranster to all parts of India, it was 
recogiiiseU tiiat it svouid be more coiiveuitnt and justffiabie to have an 
ail-iiidia scale. Such a scale may be somewhat higher than scales pre¬ 
vailing in tlie provinces tor holders of corresponding posts, because some 
allowance has to be made for additional expenditure that they may be 
put to when they are transferred from one place to another, such as 
maintenance of two establishments. This is independent of the question 
of compensatory allowance to be grunted to persons serving in parti¬ 
cularly costly stations. The Punjab representative desired to add a rider 
that the number- of transferable officers should as far as possible be 
limited to the extent necessary to secure efficient admiirstration. 

It w’as desired that in respect of categories referred to as non-transfer- 
nble, there should as far as possible be complete parity of emoluments 
between the central Government servants and provincial government 
servants. It was also pointed out that this was particularly important in 
respect of technical jjersonnel us it would be very difficult for the provincial 
governments to find and retain the technical personnel required for their 
post war plans if the Government of India should offer more attractive 
terms. When a question was put as to the pccsible parity of pay between 
a post-man and a police constable or process server, some representatives 
thought that reasonable parity was required between the two kinds of 
service and parity in pay should be maintained between them. 

Market Value principle in fixing pay Scales: (Item No. 7). 

There was a general disinclination to attach undue importance to tho 
market value' test. Many of the representatives pointed out that to the 
extent to which any public servant should have at least a living 
wage he ought not to be denied it, ()n the other hand, it was pointed 
out that the public service offered obvious advaptages, like regular incre¬ 
ments, security of tenure, pension etc., vvhicli were likely to make s'lich 
service more attractive than private service. These considerations should 
also weigh in attempting to fix any parity between the terms offered to a 
public servant by Government and the terms he was likely to get under a 
private employer. It was however emphasised that it would not be proper 
for Government to exploit either physical or intellectual labour. The Madras 
representative went so far as to suggest that the pbvioiis advantages asso¬ 
ciated with Government service would justify Gox'ernrnent offering even 
less favourable terms than private employers. The other representathes 
were not sure that this would be right. 

In this view it was mnsidpred unnecessary to express any opinion on 
the second part of the Question. 

Stabilised price-level: (Items 8 and 9). 

It w'as agreed that basic scales of pay might he fixed on the assumption 
of a possible stabilisation of the cost of living index at a not distant future 
at 160/175, taking the pre war base to be 100. 

Some typical pay-scales: (Item 10). 

The Madras representative stated that the existing scales of pav for 
the clerical services in that Presidency were Rs. 30 to Rs. .5.5 in the lower 
division and Rs. 55 to Rs. 70 in the upper division, with certain special 
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categories for Madras city where, in what is described as “A” class ofi&oo, 
like the lievenue lioard, there was a scale of Ks. 50 to Bs. 100. In the 
Secretariat, the corresponding scale was Es. 60 to 150. In addition 
dearness allowance was being paid according to the scales prescribed by 
the Government of India and also a house allowance of Bs. 7 in Madras 
and Es. 5 in niofassil towns with a population of more than 50,000. He 
further stated that in revising these scales, it was proposed to raise the 
pay of the lower division to a scale of Es. 45 to Es. 80 and of the upper 
division to a scale of Its. 70 to Es. 100; the scale in the Eevenue Board 
would be raised to one of Es. 70 to Es. 115 and the scale in the Secretariat 
to one of Es. 75 to 150; it was also intended to pay Es. 5 beyond the 
above scales to graduate clerks entering the lower division. He 
represented that having regard to the conditions of living in Madras and the 
sca'es of emoluments obtainable bv people of this class from business 
firms in the city, the proposed scales were quite fair and adequate. 

For purposes of comparison, reference was made to the Punjab scales 
introdueid in that province in 1045. In (he Punjab, the scales seem to 
be as follows;—Es. 50—3—80—E.B.—4—100 for junior grade clerics in 
the districts and Es. 60—4--HO—E.B.— 5 —120 for upper division clerks 
in the Mofassil, and in the b'l cretar'at Es. 60—4—8CK—5—120 for junior 
clerks and Esi 90—5—120—.7—175 for senior clerks. For Assistants, the 
Punjab has a scale of Es. 80—5—110—5—150 in subordinate offices and 
Es. 150—10—200—10—300 tor the S >cretariat. Public servants residing 
in the city of Lahore are paid a Corporation allowance varying from 
Es. 7 to Es. 10 per mensem.' The scales in some of the pther provinces 
about which information was given seemed to approximate to the Punjab 
scales more than to the Madras scales. In Bihar, we were told, the fol¬ 
lowing are the scales respectively obtaining Tn the Mofassil and in Patna. 
In the Mofassil, the lower division clerk has a scale of Es. 30 to 60 and 
the upper d’vision clerk.s have varying scales between Es. 65 and Es. 210. 
Persons employed in certain cities classified as "costly” receive a com¬ 
pensatory allowance in addition. In Patna, the salaries in the attached 
offices are Es. 45 to Es. 95 for the lower division and Es. 110 to Es. 170 
for the upper division. In the Secretariat they are Es. 90 to Es. 130 
in the lower div'sion and Es. 12.5 to Rs. 210 in the Upper division. The 
Madras representative pointed out that so far as the clerical grad.es were 
concerned the dispnritv between Madras and the other provinces was not 
great as to make it difficult to give effect to the resolution already record¬ 
ed that as regards the ministerial services under the Central Deuartmeiits 
their scales might be fixed at par with the provincial scales as far as 
possible. 

The representative from Bengal informed the conference that as a 
result, of inqu'ries as to the cost of living among the hhndralog class, 
outside the city of Calcutta, the Government had been given to under¬ 
stand that Es. 80 to Es. 185 was considered a living wage for families of 
that class. 

Dealing with the lowest grades, such ns neons, police constables, jail 
warders, etc., the conference was given the rates shown in the appended 
list the rates prevailing in the various Provinces. While the represen¬ 
tatives of the Provinces showed every willingness to give the best consi¬ 
deration for the weKare of these classes of emnlovees. they were unwilling 
to commit themselves to nnv figures which would place an unduly heavy 
strain on the Provincial revenues. Many of them also gave the" confer- 
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ence to understand that in the difierent Provinces there was at present no 
real dif&culty in finding recruits to these services at the rates that are 
now being paid. The representative from Bengal, however, expressed 
doubts as to whether the present rates would prove acceptable in hia 
Province. 

Between the classes above referred to and the clerical classes there 
are intermediate grades like those of daftries, storers, record keepers and 
so on, who are somewhat more literate and are paid at scales interme¬ 
diate between those of the classes above referred to and the clerical 
grades. 

Dealing with the upper grades of the Subordinate (non-gazetted) 
services, the representatives from Madras, Bengal and the Punjab gave 
thb information contained in the appended note as regards the relative 
scales of pay for P.W.D. officers. Forest rangers. Co-operative Kstrict 
Inspectors, Agricultural Assistants, Inspectors of Police^ Tahsildars,. 
Excise Inspectors and the Veterinary Assistant Surgeons in those pro¬ 
vinces. In Bengal and Bihar, the Sub-Deputy Collector was said to 
correspond to the Tahsildar in the other provinces. The representatives 
from the U.P., Bihar and the N.-W.F.P. pointed out that in their pro¬ 
vinces the scales settled in 1931 stiU continued in force and as revision 
of those scales was under consideration they had nothing to add to the 
discussion of this question. 

As regards the Gazetted Services, information was given as to the 
scales prevailing in the various provinces for Ciass I and Ciass II Ser¬ 
vices, the Provineiai Civii Services and selection grades and the saiaries 
of heads of departments. The Madras representative stated that there- 
was not any serious discontent in his province in these services as regards 
their rates of pay and there was no intention of raising them. In the, 
Punjab, a revision has recently taken place. In the N.W.F.P. proposals- 
for revision were under consideration. The position in the U.P. and 
Bihar as also in Bengal and Bombay was that even in the higher grades 
of the services an upgrading was expected particularly in respect of Class 
II officers. 


Thursday—11 th October 1946 
Time Scales —(Item 12) 

As regards the length of time scales, one view presented was that 
this question must be determined in the light of the structure of the 
particular type of service under consideration because if that structure 
afforded fair chances of promotion from stage to stage in the normal 
course, it would hardly be necessary to provide for a long time scale. 
It was also pointed out that there, should be another differentiating 
factor, namely that in grades to wliich people go by promotion and not by 
direct recruitment, a long time scale might not be necessary because the 
public servant would already have served for a number of years in the 
lower scales. Subject to these considerations it was the general view 
that a time scale of 20 to 22 years would be reasonable so as to give the 
public .servant a sufficient number of years to serve on the maximum of 
his scale. 

As regards the possibility of having two scales for the same kind of 
job, it was pointed out by the U.P. representative that it w'xs likely 
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to cause heart-burning in the services if for doing the same Und of 
work one set of people should be paid on one scale and another set of 
people should be paid on another scale; and other representatives also 
concurred in that view. 

As regards the way in which the increments should be arranged, two 
views were put forward. The Madras representative suggested that 
particularly in the lower grades, where the minimum was comparatively 
low, it was desirable to help the public servant to reach a higher salary 
comparatively early in his career. He'accordingly preferred that the 
increments should be higher in the earlier stages of a man’s career and 
they might well be lower in the later stages, as he would have reached 
a decent salary by that time' and it might even be assumed that his 
efficiency would have already passed its maximum. On the other hand, 
it was pointed out that a smaller increment at the later stage of one’s 
career would bear such a small proportion to his salary at that time that 
it would' hardly be satisfying. The North West Frontier Province re¬ 
presentative explained that if the increments could not be made large 
at that, stage without considerably raising the maximum of the grade, it 
might be expedient to make the increments biennial or triennial, and give 
a decent increment at the end of two or three years. A third alterna¬ 
tive put forward by the representative from Bengal'was that it would be 
convenient to have the highest rates of increment during the middle 
period of a man’s service, with lower rates of increment both at the 
earlier stages and at the final stage. 

Fixation of Existing Personnel in the Revised Scales: (Items-17 & 18). 

So far as persons who entered service before 1931 'were concerned, the 
general opinion was that their position should not be prejudiced whatever 
might be the revised scales. As regards persons who entered service 
after 1931, it was generally agreed ' that in bringing theih imder any 
revised scales, the principle suggested in clause (c) of question No. 18 on 
the Agenda -would be fair. It was also the general feeling that even the 
old entrants should be given the option to come under the revised scales. 

APPLICATION OP THE MINIMUM WAGE THEORY 
(Items 42—44) 

It was agreed that the minimum wage theory was the ideal to be kept 
in view, but many representatives expressed doubts as to the capacity 
of their provinces to pay their lower grade employees anything more 
than Rs. 35" to Rs. 40, or at the most Rs. 45, all told (that is inclusi'*© 
of basic salary, dearness allowance and house allowance). It was however 
recognised that if in course of time with a definite decrease in recruit¬ 
ment in these services, the number of people to be paid ■was substan¬ 
tially reduced, it might be possible to improve their pay. The Bombay 
representative however thought that if the minimum wage was ascertain¬ 
ed in a reasonably realistic way and not with reference to abstract 
standards, it would be found that what was being paid todav even to 
the lowest grade of public servants in Bombay would not fall short of 
such a minimum wage. The representative from Bengal pointed out 
that in his Province, especially in the industrial areas, it was becoming 
increasingly difficult to find recruits for the lower grades of public- service 
at the rates which the Government was able to offer since, for the time being 
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at any-rate, Industry was able to pay this class of servants higher wages,. 
But he nevertheless felt that with reference to the resources of that tiov- 
emment, it might not be able to pay more. The Punjab representa¬ 
tive also drew attention to the fact that nearly ail the provincial Got- 
ernnients were now intending to embark upon costly jjost war plans 
which would involve heavy recurring expenditure and interest charges 
and till these plans were able to produce any large revenue, it would not 
be fair to throw on the provincial finances the liability to pay higher 
rates of emoluments to such services than vyhat was now being paid in 
the Punjab province. In determining the raininnim wage, it was point¬ 
ed out that agricultural wages varied very considerably from place to 
■place and from year to year and also between one part of the year and 
another part of the year; the general opinion therefore was that it would 
not be practicable to attempt to co-relate the wases of niiblic servants 
to agricultural wages. It was accordbigly felt that all that could be 
done immediately was for each provincial government to constitute 
something like an ad hoc committee to decide what would approximately 
be a fair living wasre under present conditions and that if and when 
regular Wage Boards appointed under the contemplated Minimum wage 
leg'slation functioned and laid down standards, it would be time for the 
Government to see how exactly the rates of pay fixed for public servants 
should be co-related to the minimum wages that might be so determined. 


DEAENESS ALLOWANCE 
(Items 19 to 25). 

By way of initiathig the d'scussion it was stated by the Chairman that 
it seemed lo'^ical to provide for higher rates of dearness allowance to 
the lower paid public servants, and accowiingly it would not be proper 
merely to adopt a percentage of pay as the basis for determination of 
dearness allowance. Indeed, the pr. sent practice also did not proceed on 
that basis. It was also exp'ained that the proper course would be to 
provide by slabs for different levels of pay, and also to provide for 
diminishing rates of dearness allowance os the cost of living index fell, 
tak'ng the steps by 20 points each time. On these lines, certain figures 
were suggested as bases for discussion. The principles suggested were 
accepted but all the Provincial representatives pointed out that if the 
figures mentioned were to be actually adopted and in addition there was 
to be an increase in the basic pay also, it would be impossible for the 
Pfbvinees to foot the hdl. It was also represented by many of the 
represent.atives that what was at present being paid to the various grades 
of emnloyees in the different Provinces (taking the aggregate of basic 
pay, dearness allowance and other sPowances) was on the whole accept¬ 
ed as satisfving the needs of the public services, and that it was not 
really necessary to raise the amount any further. 

It was ijrged by the Bombav representative that as between dearness 
allowance and b.asic nav, it would probably give greater satisfaction to the 
services to give, them an increase in the basic pay; and this was an additional 
reason for kep,p'n.'». do^\Ti the rate of dearness allowance, though the total 
amount paid to the employee might be more or less the same. It was 
finally suggested that it might embarrass the Provinces if the Pay Com- 
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mission should recommend any substantial increase in the dearness allow¬ 
ances now paid because they would be compelled to follow suit and this 
would put an impossible strain on their finances. 

The general recommendation, therefore, was that this subject had better 
be left to remain as it now stood. 

The system of concession in kind as part of dearness allowance seemed 
to be in vogue only in Bengal; and the Bengal representative considered it 
desirable to continue that system. But no such system appeared to be in 
vogue in the other Provinces and their representatives had accordingly no 
remarks to offer on this point. 

Dearness Allowance for pensioners 

The Punjab Government representative was not in favour of the increase 
of dearness allowance to existing pensioners beyond what was now being 
paid to them. From the point of view of the efficiency of the service, he 
said there was good reason to keep the men still in service contented, but 
this reason had no application to those who had already retired. Even as 
regards people who might retire in the future, the Punjab representative 
would advocate only the continuance of the present system of dearness 
allowance as their pension would be calculated on the basis of the higher 
basic pay to be fixed as the result of the revision now contemplated. The 
other representatives were prepared to consider the suggestion of increased 
dearness allowance to pensioners, if finance permitted. For the present tney 
thought that the proper course would be that both to past pensioners and 
to future pensioners, dearness allowance, at one-half of the rate \)vevailing 
at the time should be paid to persons whose pension might be less than 
Es. 100 or 150, the rate of dearness allowance being calculated by treating 
the amount of pension as their pay for the time being; but they did not 
wish to commit themselves to any particular recommendations on this point 
till their exact financial implications bad been considered and determ ned. 

The Bengal representative would draw a distinction between those who 
had already retired and those who might retire hereafter. He would con¬ 
sider the last mentioned suggestion with reference to those who might retire 
hereafter, but not with reference to those who had already retired. 

The Bombay representative went so far as to suggest that instead of 
awarding dearness al-owance to pensioners, the pension of those who had 
retired, say after 1943, might be recalculated with reference to what might 
hereafter be fixed as the basic pay, and that both for them as weil as for 
future pensioners the increase in the pension resulting from such calculation 
with reference to the revised basic pay would be a sufficient allowance. 

HOLIDAYS 
(Item 26) 

There was no inclination to increase the number of holidays; but .no 
definite view was reached ''n the question whether sectional holidays were 
to be abolished or to be treated as closed holidays for all communities. One 
representative expressed the view that sectional holidays when granted 
should be debited against the casual leave allowed to members of that 
comrnunity but this did not meet the objection that sectional holidays terid 
to dislocate the work in the office. 
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LEAVE BULES 
(Item 31) 

It was agreed that with certain modifications in the direction of liberalis¬ 
ing them, the Eevised. Leave Buies might continue in operation. One 
change deemed particularly necessary was to provide for part of ‘sick leave’ 
being on full pay. There was no disposition to encourage the accuinuiation 
of earned leave beyond 90 days if only it was made sure that leave would not 
be refused to any applicant (when asked for) on the ground of exigencies Of 
the service. 

CALCULATION OF LEAVE, ALLOWANCE AND PENSION 
(Items 32, 37 and 38) 

No definite view was expressed on the question whether leave allowance 
and pension should be calculated on the average of 12 months' pay or 3 
years pay or on the^ question whether they should he calculated only with 
reference to substantive pay or should also take officiating pay into account. 

RETIREMENT AND RETIREMENT BENEFITS 
(Items 33 to 41) 

There w'as a general disinclination to interfere with the existing rules as 
to the age of retirement, but it was considered that if a public servant 
wished to retire after the completion of 25 years’ service or on attaining 
50 years of age, he might be permitted to do so, not on full pension but on 
proportionate pension. The Bombay representative contradicting the 
assertion made by certain M'itnesses before the Commission, pointed out 
that it was erroneous to think that retirement on full pension was permitted 
in that province on completion of 25 years' service, or on attaining 50 years 
of age. The Bengal representative suggested that in cases in which the 
Government exercised its power of retiring a person on completion of 25 
years’ service it would be fair that such persons should be awarded full 
pension. 

Opinion was divided on the question of the feasbility of substituting an 
insurance-cum pension system in place of the present pension system. 
Some of the representatives did not feel sure whether public servants would 
be prepared to accept this arrangement unless Government was prepared to 
increase its liabilities under the head of pension, by contributi)iK towards 
the insurance premia without any substantial reduction in the pension. It 
was pointed out that when this question was examined in 1928, the con¬ 
clusion was that public servants were not likely to accept such an arrange¬ 
ment. The representatives were however definitely of the view that some 
provision must be made to meet the cases of public servants dying in harness 
or dying shortly after retirement. The opinion was also expressed that it 
was desirable to have some scheme under which a public servant would 
receive some lump sum payment at the time of his retirement whether from 
a Provident Eund or by way of gratuity or as insurance amount—though it 
?was also necessary that he or his family should receive some recurring pay¬ 
ment in the form of pension or annuity. The details of the’appropriate 
‘Scheme were left to be worked out on expert advice. There was no time to 
discuss the question of raising the ceiling limits of pensions (item 36) or of 
changing the rules relating to. commutation (item 41). 
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CONCILIATION MACHINEEY 
(Items 45 to 47) 

The desirability of having satisfactory cdnciliation machinery was recog¬ 
nised all-round, and it was also felt that whether or not the Whitley Council 
system was exactly adopted-in all details, such machinery would do well to 
include representatives of the State as well as representative of the services 
and, if possible, one or two independent people also. The Madras represen¬ 
tative would, however, limit this requirement to employees concerned with 
the industrial or commercial activities, of Government. As to what was to 
happen in the event of conciliation not proving successful, there was great 
hesitation on the part of some representatives to express any opinion. One 
or two felt that it would not be right to permit public servants to go on 
strike except perhaps in the case of purely commercial or business concerns 
nm by the Government. As regards the possibility or utility of compulsory 
arbitration, difficulty was obviously felt in suggesting that Government 
should always be bound by any award that the arbitrator might make. But 
if Government was not to be bound, it would seem illogical to hold the other 
side bound by the award. At best, the award in such circumstances would 
only be regarded as an indication of what a fair method of settling the dis¬ 
pute would be, and the matter must ultimately be left to public opinion to 
judge as between the Government and its employees concerned in the 
dispute. 
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(A) Lower Grade Poete. 


JUadrae — 

New 

Proposed 

Peons ...... 

12—17 

18—26 

Daf tdars ..... 

17J—22 

30 

Police Constables . . . . 

22—30 (Madras City) 

26—36 

Hoad Constables .... 

35—42 ( .. Nite It) 

25—46 

Jail Warders (»') . . . . 

24—28 

27—32 

.__Jail Warders (»») . . . . 

18—21J 

20—'25 

(House allowance : Rs. 6 in city and Bs. 3 in mofussil.) 


Attenders . . . . , 

30—41 


Punjab — 

Peons ...... 

15—1—19 


Jamadars . . . . . 

22 


Police Constables (Ordinary grade) 

30—1—31—1/7—32 
-1/7-33.5 


Police Constables (Selection grade). 

33—1—41 


Head Constables .... 

40—1—45/1—50/1— 

65. 


Bengal — 

Peons. 

18—20 

(Rs. 2 in Calcutta phte 



Rs. 2 house allowance , 
in Calcutta). 

Bengal Police .... 

24—.28 \Free qrs. 


Calcutta City Police 

29—33/ 


Jail Warders .... 

24—30 


Head Warders .... 

40—47 


Bombay — 



1946 

Police Constables (Bombay City) 

23—31 (Rs. 4 house 

40—46 (+10 interajj. 


rent or free qrs.) 

relief + D..^A, + 

« 

free qrs.) 4 

Police Constables Mofussil 

13—18 (no free qrs. ) 

30—36 (6 interim + 


+ temp, increase of 

free qrs. + D. A.) 


6 + D. A. 

N. W. F. P.— 

Police same as in the Punjab. 

United Provineee— 

Peons ...... 

16—19 {plue Rs. 2 or 
city allowance.) 


Jamadars ..... 

20—25 


Police Constables .... 

24—30 (4 to 2 as city 
allowance). 


Jail warders .... 

23—32 


Head warders .... 

34—46 


Bihar— 



Peons . ' . 

10 (non-Seott.) + 3 
recently addc^ (13 
to Seott. Peons). 


Jamadars of H. Ms. , . 

20—25 


Oenirat Provineee — 

Peons ...... 

11—1/6— 16 . 
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(B) Non-Gatttttd Staff. 

Bb. 

Punjab-~ 

1. P. W. D. OverseerB • • • 90 to 276. 

2. Forest Bangera . . « 90—-6—140/6—200/7—236/8—276, 

8. Co-operative Dist, Inspectors 90—6—140/6—200/7.—236/8—276. 

4. Agr. Assistants . . . 100—300 (B.So. hence slightly higher Sc.). 

Aset. Sub-Inspector . , . 80—2—90/2—100. 

5. Sub Inspector of Police . . 120—6—.160/6 —180 with selection Grades at 

follows *.— 

1st grade ... Bs, 210. 

2nd Grade . . . Bs. 200. 

3rd grade . . . Be. 190. 

4th grade . . . Bs. 180. 

6. Sergeants .... 200—5—260/6—300, 

7. Inspectors of Police . . . 250—7j—325/71—400 (non-Gazetted). 

8. Tahsildars .... 270—420 (Gazetted). 

9. Excise Inspectors . . . 160—300 

10. Veterinary Assistant Surgeons . 100—300 

Bangal — 

1. Overseers- . , « . 60 to 200 (80 to 200)-f- 10 incresee. 

8. Forest Bangers , , . 60—176 (Senior 200 to 300). ■ 

5. Co-operative Inspectors . . 126—260 

4. Agricultural Inspectors . . 126—300 

6. Inspector of Police . . . 160—276 (Bengal Police) -f. 121 per cent^ 

increase. 

200—325 (Cal.) + 121 per cent, increase. 

6. Sub Deputy Controller . . 126—.360 

Excise Inspector , . . 126—360 

Afodroe— 

Police Inspectors • , • . 175—276 

P. W. D. Supervisor . . . 80- 260 120—260 (Proposed). 

Forest Bangers . . ' . . 76—200 90—260 (Proposed), 

TahsUdars. 175—260 (200—300) 

Agr. Demonstrator . . . . 76—200 

Vet. Assistants .... 100—160 

Co-operative Inspectors . . 126—176 —200 (Propoeedf, 

Co-operative Sub Inspector . . 65—80 / 


(C) Provincial Servioet. 


Punjab. Clots I — 

Public Works Department Selection 
Grade in the P. W. D. S. E. 


Bs. 

350—1,200 (except P. W. D.) 
376—1,276 i., 

11.260—1,6001 

1,600—100—2,000 


Class 11— 

P. C. 8. end Polic^' (besides Selection 260—25—760 
Gfade). - 300—860 

Bengal, > 

Class I . 300— 1,000 (Selection Posts 1,160—1,300).T 

Class II . 160—760 (before 1931) 260—860 for Bengal 

Civil Service^ and 160—650 (tor other 
services). 

Bombay — 

Class I . , . . . 300—900 

ClassTJ! . 170—600 

P. C. 8.. 300—800 
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Maaros— Bs, 

ClaBS II.35(1—700 

Next higher grade . . . 700—1,000 

Heads of Departments . . . 1,100—1,600 

N. W. F. P .—^Followed the Punjab old scales till now. 

Class I ..... 600—1,250 (Proposed). 

Class II . . . . . 260 —750 (Proposeil). 

Upper Subordinate . . . 360—600 (Proposed). 

Unit^ Pronincea (1931 rates). 

Class I ..... 300—1,000 

P. C. 8.. 250—800 

Police. 250—700 

Class II. 200—650 

Heads of Departments . . . 1,250—-1,600 

Bihar— 

Class I ; . . . . 300—1,000 

P. C. 8. . . . . . 260—700 (Selection grade Bs. 860). 

Police ...... 200—-600 (Selection grade Bs. 760). 

Class II .... . 200—-700 (Selection grade Bs. 850). 

Heads of Departments . . . 1,250—1,750 

P. W. D. (S. E.) . . . . 1,000—1,200 

AGENDA FOE THE CONFEEENCE WITH EEPEESENTATIVES OF 
PEOVINCIAL GOVEENMENTS ON THE 16TH/17TH OCTOBEE, 
1946. 

“A”—Consideration of the general issues raised in the questionnaire 
of the Central Pay Commission and in particular the fo lowing points: — 

(1) Necessity for having separate Class I and Class II Services. 

(2) Claim for gazetted rank from members of certain executive, 

scientific and ministerial services. 

(3) General relation of rates of pay of Provincial SeVvices and Central 

Services. 

(4) To what extent should there be all-India sca'es? 

(5) In respect of what categories should there be greater parity 

between Provincial rates and Central Government rates? 

(6) Should the differentiation be only in respect of the distinction 

between services with a liability for all-India transfer and 
other services? 

(7) To what extent is the ‘market value’ basis applicable and will 

the grant of differential rates bv the Central Government 
constitute a departure from this principle, where Central 
scales are at variance with provincial scales? 

(8) What would be the level of stabilisation of prices at which basic 

rates can be fixed? 

(9) Does the proposal to fix sca'es on the level of 160/176 which 

roughly corresponds to the level which prevailed for 3/5 years 
after the end of the Great War carry general approval. 

(10) Consideration of certain typical scales. 

(11) Should there be any differentiation in clerical work between 

‘routine’ and ‘noting’ grades’'* If so, for a differentiation of 
responsibilities, should there be two grades for each oateg()ry 
with overlapping scales? 

(12) What would be an appropriate length of time-scales for minis¬ 

terial services? 
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(13) Should there be different rates for graduate^ clerks and 

graduate clerks either as separate grades or in the same grad® 
with higher start for the former? 

(14) To what extent should there be reservation from direct recruit¬ 

ment grades for promotion to higher grades? 

(15) Is the claim of Divisional Accountants to be placed on a par 

with S. D. Os. justifiable? 

(16) Should there be zonal scales e.g., separate scales for Bombay 

City and the mofussil or should compensation for increased 
cost df living be given in the shape of a local allowance? 

(17) If new scales of pay on an uniform basis are introduced what 

should be the attitude towards the rights of old entrants,to 
continue on their existing rates of pay and getting the old 
rates on promotion? Will it be right to bring the old entrants 
on to the proposed new scales? 

(18) If new entrants are to be brought on to the old scales and if old 

entrants are to elect their scales what should be the method 
of fixation of pay in the proposed unified scales ? Which of the 
following would be favoured: — 

(a) A point to point fixation giving weightage for the full service 

rendered in the revised scales of pay as having been rendered 
in the proposed new scales; 

(b) fixation at the next higher stage under F. E. 22 subject to the 

right cohferred under F. R. 23; 

(c) grant of a moderate weightage for persons with longer service 

in the nature of advance increments which may be allowed, 
say, one increment for three years’ or five years’ service in 
a given time-scale to be allowed over the corresponding 
level at which pay might be fixed under the second method 
above in the proposed new scales. 

(19) To what extent can the present system of dearness allowance be 

rationalised ? Will it be possible to relate it entirely to the 
fluctuations, in the cost of living index when there are no 
imiform bases for such indices? 

(20) To what extent should there be complete neutralisation, if any, 

for increase in the cost of living? 

(21) If local allowances are given in addition to basic scales fixed on 

an uniform basis, is the grant of dearness allowance on an 
uniform basis without provincial variations justified as against 
allowances varying on a zonal basis? 

(22) To what extent should a cash dearness allowance replace alter¬ 

native concessions in kind like the food concessions? 

(28) At what intervals aud by what machipery should dearness allow¬ 
ance be readjusted to changes in cost of living? 

(24) Should dearness allowance be in the form of a percentage of pay 

or in slabs and up to what limit of pay? 

(25) The question of dearness allowance to pensioners, i.e., those 

who have already retired and are fn receipt of pensions as 
well as those who may retire in future. 
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{26) Eationalisation of bp’idays by abolishing comnaunal bolidajs ««• 
making them closed holidays. 

{27) Prefixing or affixing of public holidays to casual leare. 

{28) Hours of work in offices and overtime for non-industrial cate¬ 
gories. 

{29) Claims for house-rent allowance, conveyance allowance and free 
medical attendance. 

(30) Improvements of existing administrative machinery dealing with 

questions relatmg to promotion, discipline, punishment 
(particularly dismissal). 

(31) Smce the adoption of F. Es, on an uniform basis may be deemed 

extravagant, would not the extension of the Eevised Leave 
Eu es with suitable improvements be an alternative to be 
preferred;' Desirable improvements in these rules are: — 

(a) retention of the present limit on accumulation but making it 

obligatory to giant leave freely and to waive the limit whan 
leave is refused in the public interest; 

(b) grant of three or six months sick leave on full pay; 

(c) improved leave hrms for temporary Government servants and 

for inferior servants. 

{32) Improvehient in the method of calculation of leave allowance 
i.e., 12 months’ versus 36 months' average. 

(33) To what extent do the present rules regarding retirement require 

change. 

(34) Is the raising of the age limit from 55 to GO justified ? 

{35) Should voluntary retirement he permitted in a'l services on 
compltt:on of 25 years service or 50 years of age? If so, 
should full pension i.e., 30/60 be allowed instead of 25{G0^ 

{36) Is the existing scales of pensions and additional pensions to be 
retained or could the latter be absorbed in Jjasic pensions or 
should ihe present ceiling limits on superior pensions be 
raised? A justifiable ground for the last proposal would be 
the fact that the reduction of basic rates of pay and the denial 
of war allowance to persons on the higher pay scales would 
leave the pensioners very little in the nature of a surplus 
income during tlieir service to augment the considerably 
attenuated scale of pension. 

(37) Should the basis of calculation of pensions continue as 3B 

months’ emoluments? 

(38) To what extent may officiating pay be allowed to count? 

(39) Should pensions be replaced entirely by a contributory provident 

fund system as in the Eailways? 

(40) Shou’d pension be reduced in order to allow the following alter¬ 

native benefits on retirement or death: — 

(i) a gratuity of half a month’s pay for each year of service subject 
to a maximum of 12 or 15 months up to a limit of 
Es. 25,000? 
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(ii) State insurance ot an employee for a capital sum based on iho 

actuarial value of the cut made m pens.on say of 1^5 per 
cent, or by a reduction in the rate of pension from 1/CUth to 
l/7Uth per year of service V 

(iii) Contributory insurance towards which both the State and the 

employee would pay an equal premiurh, the State contribu¬ 
tion being equivalent to the actuarial value of the cut in 
pension I 

(iv) complete substitution of insurance for the pensionary system? 

(v) Provision in addition to the gratuity or a lump sum payment 

of a family pension in case of death in SLrvice or shortly 
after retirement for a minimum period—the benefit being 
within the limits of the actuarial value of the surrender 
made m pension. 

.(41) Should the system of commuting pensions continue, and if so, 
to what extent should the restrictions such as the require¬ 
ment of a medical certificate or the existence of budget provi¬ 
sion be waived? 

(42) To what extent sliould the principle of ‘minimum wage’ be 

applied to the low^est category of Government employee? 

(43) To what extent should such a ‘minimum wage’ be related to 

agricultural wages. 

(44) How will the rate of payment to employees in Government 

industrial undertakings fit in wdth the contemplated ‘mini¬ 
mum wage’ legislation? 

(45) The extension of the conciliation machinery to the case of Gov¬ 

ernment servants. 

(46) Practicability of following the Whitley Council system. 

(47) To what extent should arbitration be made compulsory and the 

right of strike restrained in respect of Government employees 
generally or of employees in essential undertakings? 

“B”—Any other points which representatives of Provinces may liSe t» 
.discuss. 
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Copy of a D. 0. letteb No. 301-Add. Secy./47, dated the 28th March 
1947 FBOM Yaqub Shah, Esq., Additionad Secretary, Finance Depart¬ 
ment TO Sir Srinivasa Varadachabiar, Chairman, Central Pat 
Commission. 

As we read the report of the Commission, we understand that ti e 
Commission was aware that no cost of living index of the hind referred to 
in pars. 73 is now in existence and the Commission expected that it would 
be possible to prepare, within a reasonably short period, an index that may 
be accepted as giving a fair average of all-India cost of living. The lines 
on which such an average is to be calculated are not easy to settle and it is 
understood that it -will take considerable time before those lines could be 
satisfactorily settled and a proper all-India cost of living index on that basis 
prepared and linked with the standard of cost prevailing before the war. 
As the Government are anxious not to delay the implementation of the 
recommendations of the Commission on that account. Government would 
be glad to know whether they would be correctly interpreting the wishes 
of the Commission if they assumed that the dearness allowance of Rs. 25 
and the corresponding rates for higher pay-ranges in that slab were regarded 
by the Commission as appropriate at the present level of prices whatever 
the exact figure of the cost of living index may work out for that period and 
that the table given in para. 72 represents the Commission’s proposals 
regarding the regulation of inei’eases and decreases in the dearness allow¬ 
ance for various pay ranges a.s the cost of living rises or falls, the index 
numbers being hypothetical and used for purpose of illustration only. The 
Government feel confirmed in this view by the fact that the reasoning of 
the Commission takes into account the opinions expressed by the Bombay 
Textile Enquiry Committee, by the D G.. P. & T. and by the Chief Com¬ 
missioner of Labour though they do not all seem to relate to the same point 
of time. Further the recommendations do not differentiate between the 
middle class cost of living index and the w'orking class cost of living index 
though in the reasoning given in the report such difference has. been 
referred to. 

As we are actively engaged in considering these recommendations at the • 
moment I shall be most grateful if you kindly let me have a reply at your 
earliest convenience. 


Copy of a D. 0. letter No. CPC/Sec./47. dated the 31st March 1947, 
from K. R. P. Aiyangar, Esq., M.B.E., Secretary, Central Pay 
Commission to Yaqub Shah, Esq., Additional Secretary, Finance 
Department. 

Your D. 0. No. 301-Add. Secy./47, dated the 28th March 194T 

(addressed to the Chairman) was placed before the meeting of the Commis¬ 
sion on the 29th March 1947. I have been asked to reply thereto as 
follows:— 

The assumptions made in your letter are substantially right. It was 
the idea of the Commission that the rates of dearness allowance starting at 
Rs. 25 for the income slab up to Its. 50 per mensem would be the appro¬ 
priate rate at the level of prices prevailing in January 1947. This is made 
clear by the use of the expression ‘nf. the present level of prices’ in para. 4® 
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and in two places in para. 49 of the lieport. The members of the Commis¬ 
sion were aware that there is at present no all-India cost of living index; 
but as they felt that it would be impracticable to. work their dearness allow¬ 
ance scheme with different cost of living indices for different parts of the 
country, they preferred that an average all-India cost of living index should 
be prepared by the Economic Adviser for guidance in the working of the 
dearness allowance scale. The reference in various places in the Report 
to a cost of living index of 260 is a rtference only to a hypothetical average 
figure. The Commission assumed that for some time past the price level 
had remained more or less the same—at what is referred to as the 
‘peak’ in the opening sentence of para. 73—and they further assumed that 
if an average all-India cost of living index were prepared with reference to 
the level of prices obtaining in January 1947, the average might be about 
260. That is why in the very first sentence of para. 72 of the Report the 
expression ‘about 260’ is used. Similarly in para. 50 also, the expression 
used is ‘about 260’. 

An attempt to prepare an average index for the whole country may be 
made along different lines, and it is not known what particular line the 
Economic Adviser would find most convenient to adopt and what figure 
may be reached by that process on the level of prices prevailing in various 
parts of India during January 1947. As it was the Commission’s intention 
to recommend the Rs. 25 dearness allowance scale on the level of prices 
obtaining at the time of the Report i.e., in January 1947 and 260 was only 
an assumed hypothetical figure, the figure reached by the Economic Adviser 
as the average cost of living iodex at the price level of that month may be 
taken to correspond to 260 in the Report and in the Dearness Allowance 
table in para. 72. What the Commission consider important is that once 
a particular method is adopted in calculating the cost of living index for all- 
India, the same method should be adhered to in calculating the future rise 
of fall in the cost of living index for the purpose of revising the dearness 
allowance. 


Copy of a D. O. letteb No. 324-Addl. Secy./4'?, dated the ISth Apbil 
1947 FROM Yaqub Shah Esqr.. Addittonad Secretary, Finance De¬ 
partment, New Delhi, to K. R. P. Aiyangak Esqr., M.B.E., Secbb- 
taey. Central Pay Commission, New Delhi. 

Will you kindly refer to your D. 0. No. CPC/Sec./31 of the 31sfc March 
1947, which states the Commission’s intention very clearly and removes a 
great practical difficulty? The Economic Adviser has now worked out an 
All-India average of selected urban cost of living indicp.s.' This average 
comes to 283 for the month of December 1946. As regards January, 1947, 
the Lahore figure is not yet available. A provisional figure worked out 
by the Economic Adviser comes to 281 but since the cost of living in 
Lahore has been rising (from 309 in October, 194(5 to 326 in December, 
1946), it may well turn out that the final All India average for January, 
1947, will be the same as for December, 1946. Rounding this figure to 
285, we propose to work the table of dearness allowanceT in para. 72 of 
the Report with a 25 points difference between the cost of living index 
worked out by the Economic Adviser and hypothetical figures used by the 
‘Oommittion. 


401 



appendices 


2. Another practical d.i£&culty has arisen in regard to the six monthly 
review of dearness allowance recommended by the Commission in para. 78 
of the Eeport. A change in the rates of dearness allowance is to be made 
if the index figure for three previous months stands above or falls below' 
the index figure for the next slab. However, the Economic Adviser’s 
index figure will not be available to Government for about three 
months after the month to which it relates. Consequently the review will 
have to be based on the figures of the penultimate and not the previous 
quarter. As the Government’s decisions on the Commission’s recommenda¬ 
tions are not likely to be announced before May next, it is proposed to 
hold the first review in September, 1947 when the All India average for 
April, May and June is expected to be available and thereafter every six 
months. 

3. Government are most anxious not to depart from the recommenda¬ 
tions of the Commission in regard to these matters and trust that the action 
indicated in the above paragraphs is in accord with the Commission’s 
intentions. 


Copy of a D. 0. letter No. CPC/Sec./30, dated the SOth April, 1947 
FROM Mr. K. E. P. Aiyanqar, M.B.E., Secretary, Central Pay 
Commission, New Delhi to Mr. Yaqdb Shah; Additional Secretary, 
Finance Department, New Delhi. 

Will you kindly refer to your D. O. letter No. 324-Addl. Secy./47, dated 
the 15th April, 1947 in which it is proposed (a) to work the table of dearness 
allowance in para. 72 of the Eeport with a 25 points difference between the 
cost of living index figure (as rounded) as worked out by the Economical 
Adviser and the hypothetical basis used by the Commission and (b) to 
make the six monthly review recommended in para. 73 of the Eeport with 
reference to the last three months for which it is possible for the Economic 
Adviser to compute the index? The matter has been placed before the 
Commission and they agree to the course suggested. 
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liETIEBMENT BENEFITS AND FAMILY PEOTECTION 
Note prepared by Me. A. H. Wilson, Military Accountant General. 

In my reply to question No. 33 of the questionnaire circulated by the 
Central Pay Commission I proposed the' introduction of a combination of 
Pension, Contributory Provident Fund and short term Endowment Life 
Assurance, in order to remedy as far as possible the defects I see in the 
system now in operation. 

2. Briefly these defects are: — 

(a) Pension alone; this makes no provision of any kind for the family 

in. the event of the death of the wage-earner before he has 
been able to effect commutation of a portion of his pension. 

(b) Pension combined with ordinary Provident Fund; this is a very 

slight improvement, on (a), but the provision for the family 
in the event of the premature death of the wage-earner is 
negligible. 

(c) Contributory Provident Fund r this makes provision for the family 

to an ever increasing extent, but |;he amount ^ small in the 
earlier years. Moreover, the Government servant who lives 
to draw the balance is vulnerable, since he may lose it all by 
ill-advised speculation. 

3. Under the scheme I propose, the Government servant who lives to 
retire Will be protected against absolute destitution by the pension element, 
although, since the cost of Government’s contribution to the Provident Fund 
and Endowment Policy will presumably have to be met from within the 
estimated cost of the pension at present earned, the pension will ne smaller 
than at present. The protection for the family afiorded by the Contributory 
Provident Fund will be augmented in the earlier years by the Endowment 
Policy. When the Policy matures, the proceeds will be added to the 
Contributory Provident Fund balance and earn interest in the normal 
way. 

4. The Government 'servant will subscribe, to the Fund from the 
commencement of his service, month by month; and the Government 

j contribution, equal to the twelve monthly payments made by the Govern¬ 
ment servant, will be added annually in arrears. When I gave evidence 
before the Commission on the 20th September, I stated that the Endow¬ 
ment Policy would be taken out at the end of the 5th year of service. On 
further consideration I have decided that this is too late, and I now propose 
that it be taken out at the end of the second year of service. I have two 
additional reasons for suggesting this date; (a) there will be a small 
accumulation in the Fund upon which to draw; and (b) since an officer 
spends his first two years on probation, it would be ill-advised to take out 
an Assurance Policy before he has been confirmed. T suggest that, the 
Endowment Policy be for a term of fifteen years, for shortly before the end 
of that period a straight-forward Provident Fund out-distances Assurance. 
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5. In order to shew the effect of the scheme, I have worked out three 
hypothetical cases: namely, that of a c'erk who subscribes 10 per cent, of 
his salary; that of an officer who subscribes 10 per cent, of his- salary; and 
since it is possible that a subscription of 10 per cent, may be thought too 
heavy a burden on the individual, that of an officer who subscribes 5 per 
cent, of his salary. In each of these three cases I have assumed that the 
Fund earns interest at 3 per cent., that the rates of pay I proposed in my 
reply to the questionnaire are in operation, that the Government servant 
will be 27 years of age next birthday when the Endowment Policy is taken 
out, and that he retires on completion of 30 years service. In the case of 
the clerk, I have assumed that he remains a c’erk throughout his total 
service: that is to say, he fails to pass the Subordinate Accounts Service 
Examination. In,the cases of the officers, I have assumed that they enter 
the senior Class II scale of pay on completion of six years service, are 
promoted to Class I on completion of 18 years service, and are promoted 
Command Controllers on completion of 25 years service. The Endowment 
Policies are taken to cost Rs. 63/10 for each Ps. 1.000 of Assurance. This 
rate of premium will be found in the prospectus issued by the New India 
Assurance Company in August 1041. 

6. I attach a table in respect of each of the three examples I have 
selected showing.- — 

(a) The rise of a Contributory Provident Fund without an Endow¬ 

ment Assurance Policy; and 

f 

(b) The rise of the same Contributory Provident Fund with the 

Endowment Policy super-imposed. 

In each table I separate the subscriber’s portion of the Fund from the 
Government portion, in order that the cost to Government at every stage 
may be seen. Half the cost of the Policy is charged to the subscriber’s 
portion of the Fund, the other half to the Government portion. The 
proceeds of the policy when it matures, being cash, are added to the 
subscriber’s portion of the Fund. 

7. There is one important difference between a Pension and a Contri¬ 
butory Provident Fund. A pension is only a partial liability to the State 
in the sense that it becomes effective only in those-cases where the Govern¬ 
ment servant lives to draw it. If the Government servant dies before 
retirement, or, having retired, before commutation is effected, the liability 
of the State in the matter of his pension vanishes. In the case of a Contri¬ 
butory Provident Fund the liability of the State is real from the outset, 
for the balance standing to the credit of a subscriber is payable to his 
estate if he should die before retirement. Due weight must be given to this 
difference when calculating the extent to which existing pensions would 
have to be reduced in order to meet the cost of the Contributory Provident 
Fund and Endowment Policy I propose. This, in my view, is a matter for 
an Actuary. 

8. I shall now examine in some detail the hypothetical cases I have 
selected. 
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I. The Clerk. 

(a) This man, if governed by the pension rules now in operation, is 
entitled to a pension of Es. 100 per mensem on retirement after 
completing 30 years service. He is entitled to commute half 
his annual pension, i.e., Es. 600. If 56 years-of age nex^ 
birthday and in good health the commutation factor is 11 -,09 
and he thus receives Es. 6,645 m a lump sum, and draws, imtil 
death, a decreased pension of Es. 50 per mensem. There is no 
protection for the family until he has effected commutation, 
and the liability of Government is nil in the event of premature 
death. 

(b) In columns 4, 5 and 6 of the Table I, I shew the growth of a Con¬ 
tributory Provident Fund to which the clerk subscribes 10 per 
cent, of his salary monthly and to which Government adds at 
the close of each year a contribution equal to the twelve month¬ 
ly instalments subscribed by the clerk. In this case, the 
liability of Government is real from the beginning, commencing 
with Es. 96 at the end of the first year and rising to Es. 8,530 
at the end of the thirtieth year (column 5). In this case there 
is protection for the. family from the beginning, but it is low in 
the earlier years (column 6). 

(n) In columns 7 to 12 of Table I, I shew the growth of the Contributory 
Provident Fimd described in the previous clause from which an 
Endowment Policy of Es. 4,000, maturing in 16 years, is 
financed. In this case, also, the liability of Government is real 
from the outset and rises from Es. 96 at the end of the first 
year to Es. 6,871 at the end of the thirtieth year (column 10). 
The protection afforded to the family is substantial from the 
end of the second year of service (column 12). 


(d) To sum up:— 

Pension provides no protection for the family until the Government 
servant retires and commutes a moiety. On the assumption 
that he will be 56 vears of age next birthday, the result is 
Es. 6,645. 

A simple Contributory Provident Fund provides protection for the 
family rising from Es, 439 at the end of the second’ year to 
Es. 17,203 at the end of the thirtieth year. Only at the end 
of the twelfth year does the protection for the family exceed 
Es. 4,000. 

The cost to the State at the end of 30 years is Es. 8,530. 

The Contributory Provident Fund and Endowment Policy, provide 
protection for the family rising from Es. 4,184 at the end of 
the second year to Es. 15,939 at the end of the thirtieth year. 
The cost to the State at the end of 30 .years is Es. 6,871. 
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il. The Officer subscribing 10 per cent. 

(a) This officer, if governed by the pension rules now in operation, is 

entitled to a pension of Es. 6,000 per annum plus an additional 
pension of Es. 1,500 per annum making Es. 7,500 per annum in 
all, on retirement after completing 30 years service. He is 
entitled to commute Es. 3,750 per annum. If 56 years of age 
next birthday the commutation factor is 11 "09 and he therefore 
receives a lump sum payment of Es. 41,587-8-0 and draws until 
death a decreased pension of Es. 3,750 per annum. The liabi¬ 
lity of Government is nil in the event of premature death. 

(b) In columns 4, 5 and 6 of Table II, I shew the growth of a Contri¬ 

butory Provident yund to which the officer subscribes 10 per 
cent, of his salary monthly, and to which Government adds at 
the close of each year a contribution equal to the twelve 
monthly instalments subscribed "by the officer. In this case 
the liability of Government is real frQm the outset, being 
Es. 360 at the end of the first year and rising to Es. 52,067 at 
the end of the thirtieth year (column 5). In this case there is 
protection for the family from the beginning, but it is low in 
the earlier years (column 6). 

(c) In columns 7 to 12 of Table II, I shew the growth of the Contri¬ 

butory Provident Fund described in the previous clause, from 
which an Endowment Policy of Es. 15,000, maturing in 15 
years, is financed. In this case, also, the liability of Govern¬ 
ment is real from the outset and rises from Es. 360 at the end 
of the first year to Es. 45,836 at the end of the thirtieth 
(column 10). The protection afiorded to the family is substan¬ 
tial from the end of the second year of service (column 12). 

(d) To sum up:— 

Pension provides no protection for the family until the ofiicer retires 
and commutes a moiety. On the assumption that he will be 
56 years of age next birthday the result is Es. 41,587-8-0. 

The simple Contributory Provident Fund provides protection for the 
family rising from Es. 1,471 at the end of the second year 
to Es. 105,017 at the end of the 30th year. Only at the end 
of the eleventh year does the protection for the family exceed 
Es. 15,000. The cost to the State at the end of 30 years is 
Es. 52,067. 

The Contributory Provident Fund and Endowment Policy provide 
protection for the family rising from Es. 15,516 at the end 
of the second year to Es. 100,210 at the end of the 30th year 
The cost to the State at the end of 30 years is Es. 45,836. 


Ill. The Officer subscribing 5 per cent. 

(a) Pension and commutation details are identical with those given 
under II a. The liability of Government is nil in the event of 
premature death. 
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(b) Ib columns 4, 5 and 6 of Table III, 1 shew the growth of a Contri¬ 
butory Provident Fund to which the officer subscribes .5 per 
cent, of his salary monthly, and to which Government adds at 
the close of each year a contribution equal to the twelve month¬ 
ly instalments subscribed by the Officer. In this case the 
liability of Government is real from the outset, being Ks. 180 
at the end of the first year and rising to Bs. 25,916 at the 
end of the 30th year (colunrn 5). In this case there is protec¬ 
tion for the family from the beginning, but it is low in the 
earlier years (column 6). 

(o) In columns 7 to 12 of Table III, I shew the growth of the Contri¬ 
butory Provident Fund described in the previous lilause, from 
which an Endowment Policy of Rs. 8,000, maturing in 15 years 
is financed. In this case also the liability of Government is 
real from the outset and rises from Rs. 180 at the end of the 
first year to Rs. 22,601 at the end of the thirtieth (column 10). 
The protection afforded to the family is substantial from the 
end of tie second year of service (column 12). 

(d) To sum up:— 

Pension provides no protection for the family untU the officer retires 
and commutes a moiety. On the assumption that he will be 
66 years of age next birthday the result is Rs. 41,587-8-0. 

n»e simple Contributory Provident Fund provides protection for the 
family rising from Rs. 735 at the end of the second year to 
Rs. 52,285 at the end 'jf the thirtieth year. Only at the end 
of the twelfth year does the protection for the family exceed 
Rs. 8,000. The cost to the State at the end of 30 years is 
Rs. 25,916. 

The Contributory Provident Fund and Endowment Policy provide 
protection for the family rising from Rs. 8,226 at the end of 
the second year to Rs. 49,703 at the end of the thirtieth 
vear. The cost to the State at the end of 30 years is- 
Rs. 22,601. 
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APPENDIX E 

MACHINERY FOE CONCILIATION 
Note prepared by Me. N. M. Joshi 

(1) In maintaining friendly relations between the employers and 
employees and in the avoidance of disputes between them, some form of 
pint machinery on the Whitley model can perform a useful function by 
enabling personal and regular contacts being kept up between the two 
sides whose interest^ though—they may theoretically and ultimately be 
one are or at least appear to be, different for practical purposes and for 
the time being. Written or oral representations by individuals or nego¬ 
tiations through the associations or—trade unions of the employees or 
the joint Whitley machinery have each their own places and functions 
which are not in substitution of each other but are supplementary of 
each other. All together they can help in bringing about proper under¬ 
standing of the motives and the real situation and difficulties of each 
other and will thus help in the maintenance of friendly relations and co¬ 
operation and in the avoidance of disputes. 

JOINT STAFF COMMITTEES AND COUNCILS 

(2) The experiment of the establishment of Joint Staff Committee and 
Councils has been tried in Great Britain and has met with success both 
in the sphere of State Civil Services and in the sphere of Government 
industrial employees, as a machinery for conciliation, for maintaining 
personal contact and for discussion of questions relating to the interests 
of the employees and for smooth and efficient working of the administra¬ 
tion. During the initial stage the experiment had met with suspicion and 
doubts which experience had succeeded in ■eliminating. In India the 
experiment has upto the present time met with very little success. 
This failure is due to several causes. 

(3) In the first place, the Associations and Trade Unions of employees, 
rightly or wrongly, look upon the joint machinery as a rival and so long 
as this impression lasts, there is very little likelihood of its successful 
working. To give confidence to the Associations and Unions that there 
is no intention to supplant them, the staff side of the joint machinery 
should consist of only the representatives of the organisations of the 
employees. The interests of those who do not join the organisations 
cannot be different from the interests of those who prefer to be organised. 
Moreover, to give representation to those who do not join the existing 
organisation nor start any other organisation of their choice is to give 
encouragement to unco-operative tendencies. In the second place, the 
organisations of the employees should be given full freedom to choose 
their representatives either from the employees themselves or from out¬ 
siders who are their office-bearers, whole-time and paid or part-time and 
honorary. From experience alone the organisations will find that for the 
discussion of certain details, those who are in actual employment are 
better fitted. They will similarly learn from experience that whole-time 
paid officers are in a better position to find the time necessary for the 
regular work required by the joint machinery than part-time honorary 
officers. Any interference from outside in the choice of the representa¬ 
tives of the organisations of the employees only prevent the learning of 
what experience alone can teach successfully. In the third place, the 
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restrietion regarding t^e discussion of individual cases which at present 
exists should be removed. Again experience- alone will bring home to 
the organisations of the employees, that all cases of injustice to indivi¬ 
duals cannot be successfully dealt with through the joint machinery and 
conventions will grow in course of time by which some types of individual 
eases will be kept out of the purview of the joint machinery as it has 
happened in Great Britain. 

In the fourth place, the joint machinery ought to consist not only of 
local O'" Departmental StaS Committees but should include higher bodies 
like the Eegional or National Staff Councils to deal with questions which 
can only be discussed on a regional or national level. Different types of 
questions can be successfully dealt with only on these different levels. 
The spheres of authority of the lower committees and higher councils 
ought to be clearly defined. The civil and the industrial side of the joint 
machinery may be kept separate but there should be provided means for 
the co-ordination of the two sides. 

In the fifth place, the joint machinery should have a wide scope ns 
regards the questions to be discussed by it so long as those questions are 
either related to the interests of the emplc^ees and to efficient and 
smooth working of the administration. If the number of questions to be 
discussed is very much limited, the machinery will not have much work 
to do and will become rusty. 

(4) The hostility of the Associations and' Trade Unions to the Whitley 
joint machinery is also to some extent due to other restrictions placed 
upon them in the matter of their being registered under the Trade Union 
Act, their forming Federations and their associating themselves With the 
organisations of non-Govemment employees. If these and such other 
restrictions are removed, the attitude of the organisations of employees 
towards the joint Whitley machinery will change. In Great Britain, 
these restrictions had either not existed or are removed recently. 

(5) Keeping in view the above suggestions, a scheme for a jomt 
Whitley machinery should be worked out in derail. It may be suggested 
that the Government of India should place on special duty an officer to 
work out the details and he may be sent out to Great Britain to compare 
his scheme with what exists in Great Britain to the extent to which com¬ 
parison is possible and to hold consultations with those in Great Britain 
who have experience in the working of a. similar machinery When such 
a detailed scheme is completed, Government should consult the Associa- 
iions and Unions of their employees regarding the scheme and consider 
the suggestions which may be made by them for the improvement of the 
scheme or for making it acceptable. If this procedure is followed, there 
is every prospect of the scheme being accepted by all the sections of the em¬ 
ployees. Even if it is not accepted by all sections simultaneously and 
even if it is accepted by the civil side of the employees, it should be 
introduced as a first step, leaving it to the future for the acceptance of 
the industrial side. 

LABOUR COMMISSIONERS 

(6j It may be stated thatj upto this time, the Government of India 
have not provided special officers to deal with questions arising from their 
relationship with their employees. Their Establishment officers deal with 
the questions more from administration’s point of view than from the 
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human side of the employees. The Government of India have recently 
appointed the Chief Labour Commissioner with some Eegional Stafi. 
But considering the. number of the Government of India’s civil and indus¬ 
trial employees, the staff is inadequate. They should have separate Com¬ 
missioners of Labour with adequate staff one each for (a) llailways, (b) 
Posts and Telegraph and Telephone Department, (c) State Owned Mining 
Ordnance Factories, Printing Presses and other miscellaneous factories, 
and Central P.W.D. This will strengthen the conciliation and 
welfare machinery of tjhe Chief Labour Commissioner. In the 
case of larger industries like the Eailways, Posts, Telegraph and 
Telenhones, it will be necessary to have Deputy Labour Commissioners 
for the bigger systems of Railways and for important provincial postal 
headquarters. 

These Dephrtmental Labour Commissioners and Deputy and Divisional 
Labour Commissioners should be invested with certain powers of decision 
regarding labom welfare and in matters involving larger expenditure and 
fundamental changes of working conditions, their powers should be ad¬ 
visory. Their consent should also be required for certain matters regarding 
discipline. They should also be charged with the duty to help the smooth 
working of the National and Regional Staff Councils. 

LABOUR OFFICERS 

(7) The Labour Officers who are at present appointed in workshops will 
be the lowest link in the chain of labour welfare machinery, beginning 
from the Chief Labour Commissioner. Besides the workshops, Labour 
Officers vrill also be necessary in Divisional Headquarters of Railways. 
The Labour Officers should be given high standing and should be men in 
class I service. 

It will be the duty of a Labour Officer to be in charge of all questions 
of labour welfare and he should have authority to decide questions arising 
out of his duty, and as a Welfare Officer, he should be subordinate only 
to the head of the Department and to the Labour Commissioner. His 
consent should be required in eases of discipline. He will also help by 
advice in the work of the Staff Committees. As the Labour Officer will 
be a link in the chain of conciliation officers, he should not involve him¬ 
self in disputes as a partisan. In order to enable him to do his work 
independently he should be made responsible for his work in the sphere 
of conciliation to the Chief Labour Commissioner and the Departmental 
Commissioners. 

(8) The present Chief Labour Commissioner has only advisory capacity 
in the matter of labour welfare and can only have advisory capacity in 
his conciliation function. Some adjustment of relationship will be found 
necessary between the Chief Labour Commissioner, the Departmental, 
L.abour Commissioners, the Regional Labour Commissioners, the Divi¬ 
sional Labour Commissioners and Labour Officers and between these 
Labour Commissioners and the Departmental Heads of Depart¬ 
ments, the heads of the different Railway systems and different Provin¬ 
cial Headquarters of the Post & Telegraph Department. This is a matter 
for the Government of India to decide. Some difficulty presents Itself 
on account of the combination of the welfare and conciliation functions in 
one officer. Tf consideration of additional expenditure can he overcome, 
separation of these two functions may be recommended, so that, there 
will be separate officers for labour welfare work and separate officers for 
eoncilLstion work'. 
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FINANCE DEPAETMENT 
EESOLUTION 

New Delhi, the 10th May 1946 

No. P. ll(ll)-EllI/46.—^The question of instituting an enquiry into 
the conditions of service of Central Government servants with particular 
reference to the adequacy of their pay scales and standards of remimera- 
tion has been engaging the attention of the Government of India for 
some time. The revised scales of pay prescribed for Government servants 
since the retrenchment compaign in 1931, have, in pprticular, come up 
for considerable criticism in recent years. While the war was on, it was 
not possible to embark on any large scale investigation but in order to 
alleviate the hardships suffered by all grades of Government employees 
from the rise in the cost of living, grants of Dearness Allowance or War 
Allowance were authorised. The adequacy of these Allowances has been 
criticised in the Indian Legislature and by Unions and Associations of 
Government employees and representations have also been made for the 
restoration of the old scales of pay and for the improvement of pension¬ 
ary rights. 

2. The intention of the Government of India to institute an enquiry 
into the range of Government salaries was announced in the Legislative 
Assembly on the 7th February, 1946, when certain grievances of P. & T. 
employees were discussed. Although the ideal course would be to wait 
till a degree of price stabilisation is attained and to include in a com¬ 
prehensive enquiry all Government employees, including the services 
under the Provincial Governments, the Government of India have consi¬ 
dered it desirable to appoint a Pay Commission immediately in order to 
assure their employees that appropriate action will be taken in regard to 
these grievances. 

3. The Honoxirable Mr. Justice Srinivasa Varadaohariar, Kt., Judge 
of the Federal Court has agreed to act as Chairman of the Pay Commis¬ 
sion. The following gentlemen have also consented to serve as members 
on the Commission:— 

Hon’ble Mr. Hossain Imam, Member, Council of State. 

Mr. N. V. Gadgil, B.A., LL.B.. M.L.A. 

Mr. Frank Anthony, M.L.A, 

Lt.-Col. Dr. J. C. Chatterjee, M.L.A. 

Sardar Mangal Singh, M.L.A. 

Mr. Ni. M. Joshi. 

Mr. C. V. Srinivasa Eao, O.I.E. 

It is also proposed to appoint one more member to the Commission.* 

Mr. K. E. P. Aiyangar, M.B.E., Deputy Secretary, Finance Depart¬ 
ment will act as Secretary. 

4. The following will be the terms of reference to the Comihission:— 

“To enquire into and report on— 

(a) the conditions of service for the Class I, Class II and Subordinate 
Central Services as well as establishments now designated as inferior who 
are subject to the Civil Services (Classification, Control and Appeal) 

*Mr. Yadilal Lallabhai was appointed vide Finance Department BeiolnUoik 
No. F ll(ll)-EII/46, dated 21st May 1946. 
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Buies or the Railway Services (Classification, Control and Appeal) Rules 
and Railway servants, as defined in para. 101, State Railway Establish¬ 
ment Code, Vol. I with particular reference to:— 

(ij the structure of their pay scales and standards of remuneration 
with the object of achieving rationalisation, simplification and 
uniformity to the fullest degree possible; 

(ii) the extent to which the present leave terms should be altered 

and simplified; and 

(iii) conditions of retirement and the extent to which the existing 

regulations in regard to pensions and contributory provident 
funds require simplification. 

(b) the machinery for negotiating and settling questions relating to 
conditions of service which may arise out of differences between Govern¬ 
ment and its employees; 

(c) the principles on which the remuneration of industrial workers 
and daily rated employees of Government should be based.” 

5. While it has not been possible to consult all Provincial Governments 
on the subject, the Government of India observe that some Provincial 
Governments have already taken action to revise the scales of pay of 
services under their administrative control. Though it will be no part 
of the terms of reference to the Commission to consider the conditions of 
service including terms of pay etc., of services functioning in the provin¬ 
cial field, the Central Government hope that the present 'enquiry will be 
of value to the Provinces also and trust that the full co-operation of all 
Provincial Governments and administrations will be afforded to the Com-, 
mission. It will be within the terms of reference of the Commission to 
call for information in writing and to take evidence from any department 
or officers of- Government; and the Government of India will welcome 
the co-operation of Service Associations and non-official bodies and agencies 
and hope that they will afford the Commission the fullest assistance on 
the subject of the enquiry. 

E. E. C, PRICE, Addl. Secy. 

Ordered that the Resolution may be published in the Gazette of India 
and communicated to the Departments of the Government of India; the 
Political Department; the Secretariats of the Governor General; the Secre¬ 
tariat of the Executive Council. 

Copy forwarded to all Chief Commissioners. 

G. SWAMINATHAN, Dy. Secy. 


No. F. ll(ll)-En/46 

Copy also forwarded to the Finance Department (Revenue Division); 
the Auditor General; the Financial Adviser, War and Supply; the Addh 
tional Financial Adviser, Supply; Financial Adviser, Communications; 
the Master, Security Printing, India; the Mint Masters, Bombay, Calcutta 
and Lahore; the National Savings Central Bureau; and the Secretary, 
Central Pay Commission. 

By order etc., 

G. SWAMINATHAN, 

Deputy Secretary to the Government of India. 

Copy to all Branches of Finance Department (0. B.). 
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No. F. ll(15)-EII/46 

GOVERNMENT OF INDIA 

FINANCE DEPAETMENT 
New Delhi, the llth June 1946 


From 

G. Swaminathan, Esq., O.B.E., 

Deputy Secretary to the Government of India. 

To 

The Chairman, Central Pay Commission, “Goverdhanam” 
MYLAPOEE POST, Madras. 

Sir, 

I am directed to enclose for \our information a copy of a Press 
Communique dated the 17th June 1946 announcing the decision of the 
Government of India that all changes in scales of pay which may be 
decided upon in the light of the Central Pay Commission’s recommenda¬ 
tions will be given effect to from the 1st January 1947. 

2. I am to suggest in this connection that, if the Pay Commission see 
no objection, their recommendations in regard to the revision of pay 
scales may kindly be made available to the Government of India as early 
as possible in advance of their recommendations on the other points 
included in their terms of reference. 

I have the honour to be, 
Sir, 

Your most obedient servant, 
G. SWAMINATHAN, 

Deputy Secretary to the Oovernment of India. 


Copy of Government op India, Finance Department, Eesolution No. F. 
11(11)-E.11/46, dated the 3rd July 1946 

With reference to paragraph 4 of Finance Department Eesolution 
No. F. ll(ll)-EII/46, dated the 10th May, 1946 containing the terms 
of reference to the Central Pay Commission, the Governor General in 
Council has been pleased to decide that the words' 

“and also civilian Government servants whose pay is charged to 
the Defence Services estimates,’’ 

shall be added immediately after the words 

“and Eailway servants as defined in paragraph 101, State Eailway 
Establishment Code, Volume I” 

-occurring in that paragraph. 
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No. D. 293-Est.(Spl.)/46 

GOVEENMBNT OF INDIA 

FINANCE DEPARTMENT 
New Delhi, the 6th November 1946 

Prom 

M. Hashim, Esq., 

Deputy iS.ecretaiy to the Governmeut of India. 


To 

The Secretary, Central Pay Commission, New Delhi. 

Subject:— Scales of pay for the All-India Administrative Service and 

AU-India Police Service 

Sir, 

I am directed to state that, at the Premiers’ Conference convened last 
week by the Government of India, it was decided that— 

(a) A new all-India Administrative Service and an all-India Police 

Service should be formed to obtain officers required by the 
Central Government and {)articipating Provincial Govern¬ 
ments, consequent on the stoppage of recruitment by the 
Secretary of State to the Indian Civil Service and the Indian 
Police; 

(b) For the first five years officers belonging to these two new 

services should be paid salaries respectively in the time- 
scales of Es. 350—400—450—450—500 and of Rs. 300—SOOi 
—825—350—350; 

(c) The pay scales for later years should be decided after the recom¬ 

mendations of the Central Pay Commission are received. 

The Home Department desire that the Central Pay Commission should, 
in submitting their report, make recommendations regarding the pay scales 
for the new services proposed to be created with reference to (c) above. 
The Finance Department would therefore be grateful if the Commission 
could be moved to take necessary action in this matter. Any further 
information, which the Commission may desire to be made available to 
them, will be called for from the Home Department. 

I have the honour to be. 

Sir, 

Your most obedient servant, 

8d. M. Hashim, 

Deputy Secretary to the Government of India. 
No. D. 293-EsySpl.)/46. 

Copy forwarded to the Home Department for information with reference 
to their office memorandum No. 58/46-PA(RAM), dated the 28th October 
1946. 
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Copy of D. 0. No. F. 42-48/45-E.I., dated the 23kd November 1946 from 

Dr. D. M. Sen, M.A., Ph.D., Education Department to 

Mr. K. E. P. Aiyangar, Secretary, Central Pay Commission. 

I shall be glad to have the advice of the Pay Commission in regard to 
the fixation of scales of pay for the following posts: — 

(1) Principal and Vice-Principal for the Central Training Colleges 

that are going to be set up in connection with the Post-War 
Educational Development Plan. A Teachers’ Training College 
(B.T. Course) of the type recommended by the Central 
Advisory Board of Education, for men and women, with 300 
seats, have already been sanctioned. Besides the above, it 
is also proposed to take in hand, in the near future, the 
following:— 

(2) A Training College for Physical Education (men and women). 

(3) A Training College for Teachers in Technology. 

Finance Department have already agreed to sanction an initial start up 
to Rs. 1,000 for the Principal, and up to Rs. 800 for the Vice-Principal of 
the Teachers Training College, 

These colleges will be affiliated to the Delhi University and the Principal 
will also be Professors of Education or Physical Education, as the case 
may be in the Delhi University. 

On account of high academic' qualifications and administrative duties 
involved, this Department has recommended the scale of Rs. 1,000—50— 
1,250 for the Principal and Rs. 750—50—l.OOOior the Vice-Principals. I 
shall be glad to have the advice of the Commission in regard to these 
scales. Should you require any further information, kindly let me know. 


EXTERNAL AFFAIRS DEPARTMENT 
It has become a matter of urgent public importance to implement 
forthwith the decision of the present Government of India to create a 
Foreign Service for India. Already India has two Embassies established 
in foreign countries, new consulates are in the process of being established, 
while new diplomatic missions and consular establishments will be required 
very early in the spring of 1947. For the staffing of these missions, etc., 
it is necessary to recruit men of various age groups to the Indian Foreign 
Service, for in this instance India is faced with the necessity of creating 
an entirely new Service from scratch and not merely of substituting a new 
Indian Service for a pre-existing Secretary of State’s Service. It fcilqws 
that it is insufficient merely to lay down a provisional scale of pay for the 
first five years of service, as has been contemplated in other quarters. The. 
Hon’bJe Member in charge of External Affairs is therefore anxious to 
elicit from the Pay Commission proposals for a basic scale of pay for the 
new Indian Foreign Service before the end of the present calendar year if 
possible. It is suggested that the attached scale might be taken as a 
basis for consideration, the proposition beiftg roughly that scale (A) would 
be appropriate for Vice-Consuls, Third Secretaries and Attaches, scale (B'l 
for First and Second Secretaries and ’Consuls, scale (C) for Counsellors and 
■officers holding smaller Consulates-General and scale (D) for heads of 
missions ranking as Legations and for officers holding major Consulates- 
General. Appointments of equivalent status in Commonwealth countries, 
though temporarily given a somewhat different nomenclature, would 
qualify for equivalent emoluments in the four parts of the scale; and this 

421 



appendices 


would hold true for appointments of Commerpial Counsellor or Secretary. 
Finally, the scales would apply equally well to appointments of equivalent 
status in headquarters at New Delhi. 

2 It will be necessary also to provide for a certain number of appoint¬ 
ments on special rates of pay. e.g.. Ambassadorships or 
ments of the first and second class. For these possibly fixed rates of pay 
of Rs. 3.500 and Es. 2,750 p.m. would be appropriate. 

3. One copy of this note is being sent direct to the ^cretary of the 
Pay Commission and a second copy to the Finance Pepartment of the 
Government of India for any comments they may wish to make. 

Sd. H. WEIGHTMAN,-^0-ll-46- 


Secretary, Pay Commission. 

E.A.D. u.o. No. D. 6705-E/46, dated the 30th November 1946. 
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No. D. 316-Est.(Spl.)/46 

GOVERNMENT OF INDIA 

FINANCE DEPABTMENT 
New Delhi, the 29th November, 1946 


From 

G. Swaminathan, Esquire, O.B.E., 

Deputy Secretary to the Government of India, 

To 

The Secretary, Central Pay Commission, New Delhi. 

Subject: — Termt of reference to the Central Pay Gommieiion 
Sir, 

With reference to the question recently raised by the Chairman, Central 
Pay Conimission, as to the nature of the report, which the Commission 
are expected to make, regarding the scales of pay of Government servants 
and classification of posts, I am directed to state that the Finance 
Department have in consultation with the Home Department, decided that 
it would suffice if the Commission were to fix the scales of pay for the 
various services and for particular classes or categories of posts, leaving to 
Government the classification of posts and their allocation to the particular 
categories for wbich-pay scales have been suggested by the Commission. 

I have the honour to be. 

Sir, 

Your most obedient servant, 

G. SWAMINATHAN, 

Deputy Secretary to the Government of India. 



APPENDIX “O” 


List of witnesses who gave oral evidence 

A.—Government Officials and prominent Non-officials 

tOth September 1946 Mr. A. H. Wilson, O.B.E. . Military Accountant General. 

3Ist September 1946- . Sir John Sheehy, C.S.I., Member, Central Board of Revenue. 
I.C.S. 

Mr. K. R. K. Menon, C.I.K., Director of Inspection. 

M.B.E. 

Mr. S. Ranganathan, 'I.C.S. Secretary, Central Board of Re¬ 
venue. 

Mr. H. Greenfleld, C.S.I., Member, Central Bo.'rrd of Beve- 
CJ.E. nue. 

Mr. Hardaker . , . Director of Inapeotion. 

2nd October'1946 Brigadier Sir Oliver Wheeler Surveyor General of India. 

6th October 1946 . Mr. R. G. P. S. Fairbaim Principal, Delhi Polytechnic. 

Dr. S. C. Sen . . Vice-Principal, Delhi Polytechnic. 

9th October 1946 . Khan Bahadur Mohammad Chief Engineer, C. P. W. D. 

Sulaiman. 

11th October 1946 . Mr. P. G. Bhagat, M-B.E. . Controller of Printing and Sta¬ 

tionery. 

12th October 1946 , Sir Bertie Staig, C.S.I., Auditor General of India. 

C.I.E., I.C.S. 

Mr. \V. R. Tennant, C.S.I., Deputy Auditor General. 

C.l.E. 

16th October 1946 . Brig. I. M. Hunt . . Chief Administrative Officer. 

19th October 1946 . Mr. A. S. Bokhari . . Director-General, All India Radio. 

2l8t October 1946 . Mr, S. C. Joshi, M.A., LL.B. Ciiief Labour Commissioner. 

Director, Geological Survey. 

22nd October 1946 . Dr. S. S. Aiyai. . , Chief Chemist, C. B. R. 

23rd October 1946 . Dr. S. K. Banerji . D. G., Obsm vatorio.s. 

23rd October 1946 . Sir Frederick Tymms , D. G., Civil Aviation. 

26th October 1946 . Dr. S. N. Sen . . Director of the Archives. 

Dr. D. M. Sen, O.B.E. . Secretary, Education Department. 

26th November 1946 Mr. S. Lall, C.l.E. . , Secretary, Labour Department. 

Mr. \ . Narayan . . Jt. Secretory, Labour Department. 

27th November 1947 Lt.-General Sir Kenneth Master General of Ordnance 
Loch. 


Col. A. F. F. Thomas 

Mr. K. Santhanam . 
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S7th November 1947— 
eontd, 

.28th November 1946 


Mr. Sheikh 

Mr. A. G. Hall 
„ D. R. Carmody . 

„ S. Sydney Smith 

„ C. T. Venugopal 

Sir George Cuffe 


. Superintendent of Education, Ba* 
luchistan. 

. General Manager, N. W. Railway’ 

. Deputy General Manager, E. I. 
-Railway. 

Chief Transportation Officer, S. I. 
Railway. 

. Deputy Chief Accounts Offioer^ 
G. I. P. Railway. 

. General Manager, B., B. ft C. I. 
Railway. 


29th November 1946 


Col. R. B. Emerson, C.I.E., Chief Commissioner of Railways. 
O.B.E. 


29th November 1946 - 


Mr. S. A. Venkataraman, 
C.I.E., I.C.S. 


Director-General, 

Supplies. 


Industries and 


16th December 1946 . Mr. Krishna Prasad . 


D. G., P. ftT. 


18th December 1946 . Mr. Sethi . . . Superintendent of Education, 

Delhi. 

Mrs. Kumar . . . Inspectress of Schools, Delhi. 

il9th December 1946 . Dr. D. R. Gadgil . Professior of Economics, Gokhale 

Institute, Poona. 

Major-General W. F. Engineer-in-Ch'of. 

Hasted. 


B.—i>fs< of Staff A $ fooiation » urith names of representatives , 

'9th September 1946 . Mr. B. N. Nanda . . '1 Imperial Secretariat As^oiation. 

,, Abdulla Jan. . .j 

„ Bhagat Ram . . \ Defence Headquarters Association. 

,, M. D. Dalakoti . . / 

,, Mathur . . '1 Railway Board Ministerial Staff 

„ Purushotamalal . J Association. 

Rai Bahadur 0. N. Son . \ Government of India Subordinate 
Mr. R. V. R. Ohatterjee . f and Attached Offices Association. 


,, Brij Bhushan Lai . "I Government of India Stenographers 
„ A. Vaidyauathan . j Association. 

,, N. Chanda . . Director-General, Industries and 

Supplies and Director-General 
(Disposals) Employees Union. 


loth September 1946 . 


Mr. S. C. Gupta, C.I.E. .1 

„ Ram Gopal, C.I.E. . )-Indian Audit and Accounts Service 
„ G. Mathias . . J Association. 


„ Ghulam Abbas *. ') Superior Service of the Military 
„ S. Jayasankar . . }■ Accounts Department. 

,, G. K. Abhyankar . J' 

„ B.N. Bgnerjee, M.B.E. 'I 

„ Inderjit. Singh . . V Ad lioo Committee of Revised Scale 

„ J. E. Oostellino . | Class I Officers. 

„ B. D. Sud . J 
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lltb September 194S . 


12tb September IMS . 


16th Septonber 1046 . 


16tb September 1946 . 


17th S^tember 1946 


Hr. 


Mahbub Ahmed Anaari Civil Aocoiuxts Association, Office' 
of the. Accountant QenertJ, Cen-' 
tral Revenues. 


Mr. 


Nihal Ohand 
Ranganathan . 
B. L. Qoswami . 
S. B. Makode . 

O. X. Francis . 
K. R. Khanna . 
U. N. Sen 

H. IT. Bhatti 

. Khandalal Varma 


„ K. B. Roy 


S. N. Chatterji . 

„ N. P. Mukerji . 

„ K. D. Joshi 

Mr. S. H. Zaidi 
„ H. L. Varma 

„ Ghana Shyam Haik 
„ Mohd. Siddique 
„ Maqbul Hussain 

Hr. Bishan Das 
„ Altaf Hussain . 

„ Ikramullah Khan 


A. Barkat 


Nika Singh 
Harphool Singb 


. ^ Stores Audit Association. 

:J 

. I-All India Accounts and Audit. 

. J Association. 

. Punjab Civil Accounts Association. 

. Office of the Deputy Accountant 
General, Posts and Telegraphs,. 
Delhi. 

. Divisional Aceotmtants Association,. 
Allahabad. 

} Bihar and Orissa Accounts Officers: 
Association. 

. Post and Telegraph Audit Offices. 

} Secretariat and Attached Offices- 
Daftris and Record Sorters Asso^ 
ciation, New Delhi. 

."i-Calcutta Customs Inferior Staff 
. J Union, Calcutta. 

} Accountant General’s Office, 

Punjab. 

Attached and Subordinate Offices- 
Peons’ Association. 

, Imperial Record Sorters and Daftris 
Association. 


Mohd. Mustafa Khan 


. yUft Sttrff. 

Attached and Subordinate Staff 
Peon Association. 


A. P. Bhatnagar 
Jai Narain 

P. .Sitaraman 


. ILnperial Secretariat Jamadars and; 
. J Peons Association. 

, Federal Public Services Commis¬ 
sion. 


„ K. C. Mazumdar 
Hr. Kalwant Rai 


Auditor General’s Inferior Services- 
Association. 

Income Tax Officers Association, 
Pimj ib, N.W.F.P. & Delni. 


„ V. P. Chaudary . \The Madras Income-Tax Gazetted 
„ C. P. Krishna Rao . / .Service Association. 


B. L. Vaish 
P. Mukherjee 


Income-Tax Officers’ Association, 
United Provinces. 

Federation of Inocane-Tax Officers’' 
Association. 
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IStb^September 1946 . Mr. S. V. Gupta . . \Central Board of Revenue Mmis- 

„ D. V. Chachad . . / terial Officers’ Union, Bomb^,_ 

„ Rajeudra Misra . T Income-Tax Ministerial Officers’' 

„ Abdul Qhani Faruki >• Association, U. P. 

Babu Gut Fershad . . J 

19tl4Septeniber 1946 . * Mr. Varadkar . . \ Bombay Customs Appraising Staff 

„ De Cruz . . J Association. 


,, Q. C. Fegredo . . Caleuti,a Customs Preventive Ser- 

vice. 


„ R. N. Chatterjee Calcutta Customs Ministerial“ 

Officers and Records Supply 
Association. 

,, N. R. Fergusson Bombay Customs Preventive Ser« 

vice Association. 


„ P. V. Sundaresan Madras Central Excise Non- 

Gazetted Ministerial Officers. 
Association. 

„ S. Sahai . . . General Secretary, Executive Bub- 

ordinate Staff Association,. 
Central Excise, Delhi. 

„ B N. Dutt Appraiser, Calcutta Customs. 

(ti)OctobOT 1946 . Mr. P. K. Sur . .Lower Subordinate Servio*- 

,, K. P. Bhattaeharji . j Association, Survey of India, 

Debra Dun. 

„ K. L. Cbakravarti . \ Topographical Assistants Associa- 
„ B. Maitra . ./ tion. Survey of India, Debra Dun. 

„ A. F. Murphy . , \ Surveiy of India Class II Assooia-'- 

„ S. Q. Hasan . ' . / tion. 


„ Jagan Nath . . "I Upper Subordinate Association. 

„ N. C. Roy . . W Stuvery of India. 

„ J. B. Mathur . . J 

th October 1946. Mr, Bhagwant Hishore . "1 Delhi Province Teachers’ Associa-^ 
„ Ishwar Das . . J tion. 

,, K. K. Guha Roy . Government of India Library Asso¬ 

ciation. 

,, Bhim Sen . Representative, Government CoUega. 

Staff, Ajmer. 

,, C. B. L. Mathtir . Representative, Ajmer-Merwara- 

Teachers’ Association. 




Sir A. Dean . 
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■#th October 1946. [Mr.yN. D. Oulatti . Civil^Engineers Association. 

„ Raghbir Smgh President of the Centred Public 

Works Department Works Asso- 
' ciation. 

„ Janardhan Sarnia . General Secretary. Central Public 

Works DepaHment Workers’ 
Union. 

» Pyara Singh Mahal Overseer, Central P. W. D. 

„ Kundan Singh Alwalia Sub-Divisional-Officer, C. P. W. D. 
„ Harvans Singh Swarup Sub-Divisional Officer, C. P. W. D. 


P. S. Mahal. 


„ Prem Chand Jain. 

„ Kundan Singh Ahluvalia. 

„ Harbans Sarup. 

„ S. H. Gorey. 

„ Kedar Nath Puri and Representatives of Draftsmen and 
others. Estimators. C. P. W. D.. New 


„ Chand Narain 
„ Aftab Ahmad . 

doth October 1946. Mr. C. I.. Kapur 

„ Gauri Dayai . 

„ S. M. Bose 
„ Jagdish Pershad 

„ W. N. Deiss 

„ K. C. Sen 

„ N. K. Ghosh . 


,, R. K. Mitra . 
„ B. K. Dey 
„ G. P. Anand . 
„ S. S. Joshi 
„ Syed Hussain . 

11th October 1946 . Mr. I. C. Francis . 


,, li. B. Mathur . 


Delhi. 


. 1 Central Public Works Department 
^ Divisional Ministerial Staff 
. J Union. 

. \Clerks Association, Government 
. / of India Press, New Delhi. 

. \Clerks Association, Aligarh Press. 


Clerks Association, Simla Press. 
Clerks Association, Calcutta Press. 

Central Stationery Office Employees 
Association. 


^ Press Workers’ Unions, Aligarh, 
I Delhi Simla and P.S.V’s Press. 


All India Association of Clerks 
Ordnance Factories, Aravankadu, 
Headquarters Executive. 


Storoaien, Serai-Clerical Associa- 
tirm, Rifle Factory, Ishapore. 
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11th October 1946— 
eontd. 


14th October 1946 


ISthfOctober 194Q. 


Mr. V. B. Joshi 

Inspectorate of Military Explosiva- 
Stalf Association, Kirkee. 

„ Euatogi . 

Ordnance Factory, Shahjehanpore. 

„ S. Thiagarajan • 

. President of Cordite Factory 
Labour Union, Aravankadu. 

„ Elmo Decrui 

Vice President, Cordite Factory' 

Labour Union, Aravankadu. 

„ N. N. Goawami 
„ N. Vedaratram 
„ R. Singh 

.^Ordnance Factory, Ishapore. 

„ Finch 

. Bombay Mint. 

„ S. Y. Kolhetkar 

. Naval Dockyard, Bombay. 

„ P . K . Sharma 

. Government Medical Stores Workers- 
Union, Madras. 

„ N. Keshavan . 

. Secretary, Government Medical' 

Stores Workers’ Union, Madras. 

„ J. Almeidia . 

, Government Medical Stores,. 

Bombay, 

„ S. Ambawla 

. Govermnent Medical Stores. 

Bombay. 

„ Ghulfun Russain 
„ Fazaldad 
„ Ghulam Kasim 

^Salt Mine Workers Association. 

Mr.. C. Subrrmani 

. D.M.S.2(F) Medical Directorate. 

„ B. B. Sharma . 

. D.M.S.2(F) Medical Directorate, 

Capt. T. I-. Millar 

. M.G./B.E.6. 

Mr. S. K. Mehlain . 

. M.G./M.E.6. 

„ B. S. Puri 

. Air Force Store Keepers Assooia>- 
tion. 

Sardar Harnam Singh 

Association of Storekeepers and> 
Storemen, I.A.O.C., Chhoki 
Allahabad. 

Mr. S. li. Tewari . 

. I.A.O.C. 

„ Tialchand Malhotra 

. R.A.F. Clerical Association. 

Dr. B. B. Mimdkar 

„ T. Ahmed 

. Gazetted OfScer’s Association, 

I.A.B.I. 

Do. 

„ K. A. Chaudhury 

. Class I Central Service Officers’' 
Association, F.R.I., DehraDun. 
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asth October 1946 


19th October 1946 
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Dr. M. B. Raizada 
Mr. R. N. Banerji • 
„ B. S. Khuahalapa 
„ S. S. Ahmed 
„ C. S. Jail . 

„ Naga and Others 

Representative 

Dr. Satyanarayanan 
Mr. M. L. Mathur 

Dr. H. D. Srivastava 
Mr. S. R. Hasaan 

H. N. Roy 

„ B. 3. Patel 

„ B. D. Darkar 

,, V. B. Natesan . 


- „ B. Ghosh . 

,,. V. N. Sharma 
Dr. A. L. Sundra Bao 

Mr. A. Chardutt 

„ A. G. Brooks 


Mr. K. Venkataraman 
.. K. P. Karve 


Class II Central Service Ofiioers 
Association, P.R.I., Dehra Dun. 

Govemihent Test House, Alipore. 


. President, Non-Gazetted 0£Soers’ 
Association, Coorg. 

Veterinary Besearch Institute, 

Izatnagar. 

. Ministerial Staff Association, 

I. A. B. I. 

Ministerial Staff, Geological 

Survey Non-Gazetted Staff 
Association, (Ministerial) Poona. 

. Chief Commissioner’s Office, Delhi. 

} Non-Gazetted Scientific Staff 
Association, 1. A. R. I. 

. "I Research Workers Association, 

. J Imperial Veterinary Research 

Institute. 

. All India Ordnance Factory Che¬ 
mists’ Association. 

, Physical Assistant, Government 

Test House, Alipore. 

( 

, Chemical Assistant, Government 
Test House, Alipore. 

. Technical Superintendents Associa¬ 
tion, Office of the Superintendent 
of Insurance, Siml%. 

. Chemists, Geological Survey of 
India. 

. I Council of Scientific-Research La- 
. / boratories, Delhi. 

. Ordnance Factories. 

. Assistant Surgeon, Central Re-_ 
search Institute, Kasauli. 

, Station Engineers, All India Radio. 


N. D. Matange . .\ Assistant Engineers, All India 


K. R. Vaidyanathan . / Radio. 
H. L. Chopra 


Technical Assistant, All India 
Radio. 


Mohd. Makhtar 
D. N. Mitra 
Mohd. Ali 

M. N. Viswanathan 
and others. 


. I All India Radio Mechanics Assooia^ 
, V tion. 

Translators, All India Radio. 
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'32nd Ootob«T lfii6 Mr. Sathe . . . Vlndian Ordnanoa Civilian Oacet- 

„ Huddart . . . / ted OflSoers’ AjBsooiatioD, 

CoBsipore^ 

„ Fershad . . . Civil Gazetted Offioers’ Associa¬ 

tion, Cawnpore. 

„ F. Herbert . . I Forman’s Association, Bifle 

„ R. Neutoh . .j Faotorjr.Ishapore.' 

„ D. V. Baddy . . All India Assooiation, Ordnance 

„ Ml N. Roy . . J and Clothing Factories, Ishapore. 

„ B. K. Sethi . . "1 

„ Gajendra Singh . VCantonment Officers’ Association. 

„ Z. K. Mahmood. . J 

„ B. S. Pawi , Bengal Pilot Service, 


:: ?;S’!S“acW. ;}cochinPortStaff. 

'AStWNovember 1046 . Representative . . Lower Gazetted Service Officers’ 

Association, G. 1. P. Rly. 

Representative . . O. T. Railway Gazetted Officers* 

Association. 

Mr, D. Sandilya . . G. I. P. Railway Indian Officers 

Association and Indian Railway 
Service of Accounts Associa¬ 
tion. 

II V. V. BhidaT . ."IB. B. & C. I, RaUway Officers* 

„ E. J. Anston . . f Association. 

„ J. E. Jack . . . G. I. F. Railway Officers* Associa¬ 

tion. 

II Iyer . . . S. I. Railway Offioers* Association. 

„ Ranjit Singh . . N. 'W. Railway Traffic Offioers 

Association. 

„ Subbaraman . . E. I. Railway Engineering Offioers 

Association. 

Representative . . E. I. & B. A. Railways Lower 

Gazetted Service Offioers Assooia¬ 
tion. 

Mr. Y, P. Kulkami . . I. R. 8. E. Offioers Assooiation, 

N. W. Rly. 

„ S. V. M. Sundaram . Representative of the Superior 

Service Officers of the Revised 
Scales of Pay, E. I. Railway. 

M. S, Murthy . . M. & S. M. Railway Offioers Asso¬ 

oiation. 

jf C. T, Grey . . Secretary, Lower Gazetted Ser- 

■vioe Offioers Assooiation, N. W. 
Railway. 
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19th November 1946 Dr. A. V. Subramanian . S. I. Railway Medical Staff Asao- 

ciation. 

„ Mohd. Shafi . . N.-W. Railway Aasistaat Surgeona- 

Association. 

„ P. N. Kapur . . Divisional Medical Officer, N. 

Railway. 

„ M. M. D. Chugtai . Divisional Medical Officer, N. W,. 

Railway. 

„ S. S. Jetley . . All India Medical Licentiates Assof^ 

ciation, N. W. Railway Br. 

„ D. R. Malhotra . Chemists and Metallurgists Asso^ 

ciation, B. B. & C. I. Railway. 

Maj. H. B. Deshpande . Chemist and Metallurgist, £. L. 

Railway. 


Mr. J. M. Bannerjee 


. Representative of Chemists, Jamal- 
pur. 


M. N. Bhide . 


. Representative of Chemists, Luck¬ 
now. 


,, B. D. Agarwal 

„ S. Sharma 
„ R. Aiyar . 

Representative 


Mr. T. R. Kriahnamurthy 

„ D. Thomas 

,, M. S. Bhatia . 

„ Edward Dhcmara] 

„ Saigal 

„ M. A. Sarma 

„ Saxena 
„ Qoswamy . 
Representative 

Representative 

Representative 


. Representative of Chemists, Ajmer,. 

‘ ^ S. I. Railway Clerks Association. 

. General Staff Committee, B. B. A 
C. I. Rly. 

' Representative of Personal Clerks, 
S. I. Railway. 

. Representative of Typists, S. I, 
Railway. 

. E. I. Railway Typists Association. 

. Accounts Department Executive 
Employees Association, S. I,. 
Railway. 

. Sub-Heads Association, Railway 
Clearing Accounts Office. 

. Railway Rates Advisory Commit¬ 
tee. 

>E. I. Railway Stenographers' 

J Association. 

Commercial Staff AssooiatSuh,'E. 1.. 
Railway. 

N. W. Railway Accounts Union. 

G. I. P. Railway Accounts Staff 
Union. 


Mr. S. Guruswamy . 


All India Bailwaymen’s Federa¬ 
tion. 
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20th November 1M6 . 


tlst November 1948 . 


Mr. H. L. Girl . 


Telegraph and Station Masters 
AssooWion, Agra (G. I. P.). 

„ P. V. S. Murty 


■1 

Assistant Station Masters and 
Station Masters Group, B. N. 

„ Chakravarty 


• J 

Railway. 

„ K. N.Boy. 


Signallers Group, B. N. Raflway 
Employees Union. 

„ A. P. Varma 


. " 


,, Kulkami . 


• 

-Cabinmen, G. I. P. Railway. 

„ Deshpande 




Repreaentatives 


. All India Station Masters* CounoiL 

Representative 


Brakesmen’s Association, G. I. P. 
Railway. 

Mr. R. L. Dave 


. Guards Association, Timdla. 

Sardar Sant Singh 


. Guards Association, N. W, Rail' 
way. 

Representative 



Special Ticket Examiners Asso¬ 
ciation, N. W. Railway. 

Mr, Razmi 


. All India Railway Ticket Era- 
miners Association. 

„ 8. Quruswamy 


* 

■ All India Railwayman’s Federa¬ 

„ Ladik Ram 



tion. 

Mr. P. L, Tipnis 


• 1 

Representatives of Inspecting and 
► Operating Staff, Traction De¬ 

„ C. M. Kotwal 


* d 

partment, G, I. P. Railway. 

„ V. S. Ramanathan 

• 

Electric Traction Drivers Associa¬ 
tion, S. I. Railway. 

Mr. S. Joseph . 


V 

M. & S. M. Railway Ruiming Bt^ 
Association. 

„ John Almida 

■ 

• 

B. I. Railway Loco Transportation 
Association, Erode. 

„ S.K.Roy 

■ 

- 

E. I. Railway Mechanics Associa¬ 
tion. 

„ N, C. Sircar 

■ 

• 

Representative of Chargemen, 
Lucknow. 

„ 8, P. Tewari 

• 

• 

Representative of Gbargemen* 

Jamalpur. 

. „ L. C. Misra 

• 

• 

Chargemen, G. I. P. Railway. 

„ Chaudhry 

• 

• 

New Scale Joume 3 rmen and Charge- 
men’s Association, N. W. Rail¬ 
way. 

Representative 

m 

• 

Permanent Way Superior Staff 
Association, N. W, Railway. 




AFPXia>IOBS 


21st November 1948— 
eontd. 


21st November 1946 
(Afternoon), 
and 

22nd November 1946. 

2Srd November 1946 
and 

26th November 1946. 


Mr. B. L. Basra 
„ M. A. Khan 


, Maolagan Train Examiners Asso' 
ciation, N. W. Railway. 

. All India Railway Meohanioat 
Workers Union, Lahore. 


„ Kalappa . 

„ Quruawamy 
Mr. B. K. Ramakriflhnan 
,, Kalappa . 

Mr. Guruawamy 


VAll India Railwaymen’a Federa- 
J tion. 

S. I. Railway Workers Union. 

B. N. Railway Indian Labour 
Union. 

AU India Bailwaymen’s Federation. 


„ O. N. Sukhi 
„ J. Baau 

„ Mirza Mohd. Ibrahim 
„ Cyprin 

„ Mohindar Singh 
„ Mitra 
„ M. A. Khan 

Representative 

Mr. K. N. Nadkbami 
„ J. S. Sharma 
„ Luther 

Chakravarthy 
„ Jha . 


B. B. & C. I. Railway Employees 
Union. 

B. A. Railway Rail Road Workers’ 
Union. 


}-N. W. Railway Workers Trade 
Union. 


United Union of N. W. Railway 
Workers. 

Railway Workers Assooiation,. 
Moradabad. 

B. B. & C. I. Railwaymen’s Union. 
B. B. A 0. I. Railwaymen’s Union. 


1 


O. T. Railway Employees Assooia¬ 
tion, 


Mr. Choudhry 
„ Bhattacharya 
„ Bannerjeo . 

„ Oan^li . 
Representative 
Representative 

Mr. Kalyanasundaram 


>B. A. Railway Employees Asso¬ 
ciation. 


O. T. Railwaymen’s Union. 

All India Railway Muslim Em¬ 
ployees Association. 

S. I. Railway Labour Union. 


„ O. R. Thyagarajan 
\ 

,, Roderidge 
„ Ramanathem 


>S. I. Railway Employees Asso- 
I ciation. 
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APPBNDICBS 


1946 Mr. D. S. Vaidya 


SSrd Koveiuber 
and 

26th November 1046— 
eotUd. 

7th December 1946 . 


9th December 1946 . 


„ Ladik Bam 

„ Amar Das 

Mr. H. C. Sharma . 
„ M. K. Nair 
„ P. N. Vasudevan 

„ K. S. Aiyakutti 

„ O. P. Sharma . 

Mr.'V. G. Dalvi 


G. I. P. Baflwaymen’s Union. 

T . 

VN. W. Railway Union. 


^Stafif, P. & T. Directorate. 

P. & T. Accoimtants’ Union. 

P. & T. Directorate Employees' 
Union. 

All India Postmm and Lower 
Grade Staff Union. 


10th December 1946 
and < i 
11th December 1946. 


Mr. Roy Chowdhury . AH India Postal and B. M . S. Union, 

Delhi. 

„ K. Ramamurthy . \ Indian P. & T. Union, Delhi. 

„ M. A. Jabbar. . f 


Dr. Noronha . . . Federation of P. & T. Unions and 

Indian Telegraph Association, 
Calcutta. 

Mr. P. G. Chattorji and All India Telegraph Union, Calcutta. 
Representatives of 30 


other Unions. 

12th December 1946 . Mr. Kavlekar . 

„ Ramamurthy 
„ P. C. Chatterji 
Dr. Noronha . 

„ D. V. Pradhan 
,, R. K. Rawat 
„ D. N. Ganguly 

13th December 1946 . Mr. J. C. Shyam 


„ P. C. Chatterji 

Dr. Noronha 
Mr. Bamamurthi 


. All India Postmen and Lower 
Grade Staff Union, Bombay. 

. Indian P. & T. Union, Delhi. 

. All India Telegraph Union, Calcutta. 

. Federation of P. & T. Unions. 


All India Administrative OfSces 
Association. 

. All India Telegraph Union and All 
India Telegraph Workmen’s 
Union. 

. All India Telegraph Union. 

. Federation of P. & T. Unioils. 

. Indian P. & T. Union, Delhi. 


„ Basant Singh 
„ S. N. Banerji 
„ P. K. Mukerji 



India Telephone 
Union, Delhi. 


Revenue 


14th December 1946 Dr. Noronha . 

Mr. P. C. Chatterji . 
„ Shyam 

,, Bamamurthi 

„ Rajini Mukerji . 
„ A. Bhattachsjya 


. Federation of P. & T. Unions. 


y All India Telegraph Union. 

Indian P. & T. Union, Delhi. 

"V P. & T. Industrial Workers’ Union. 
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APPSNSIOBS 


14th Deoember 1946— 
eoHtd. 


Ur. N. Gopal . . Central Tel^^ph Office, Madraa. 

„ R. Ethirajulu Kaidu . Madras Presidency Postmen Union 


16th Deoember 1946 . 


17th December 1946 . 


18th Deoember 1946 . 


Slst Deoember 1946 . 


T. K. Kartippanon Madras Postmen Union, Oonoor 
Pillai. Eilgiris, 

Krishnan . 


Mr. Tierney 
„ Mahadevon 
,, Jamal Mohiuddin 

„ Venkataraman . 


„ Sahay 
„ Rajagbpalan 

Mr. Agarwala . 

,, ' 6ud . 

„ Kari 
,, Ramakant ' 


. Madras P. & T. Union. 

. ^Telegraph Communication Engi 
. J neers’ Class II Association. 

Engineering Supervisors Assooia 
tion, Xogpur. 

. \ Elngineering Supervisors Assooia 
. J tion, Delhi. 


y Telegraph Engineers’ (Class I) 
I '-Association. 


„ Sher Mohammad 
Lt. Col.-Sherrard Smith 
Mr. S. N. Oupta 
Rai Bahadur N. N. Benerji,, 

Khan Bahadur Ashraf] 
Hussain. 

Mr. G. N. Dutta 
„ H. C. Sen . 

Mr. C. Bhattacharya 


■Postal Officers (Class I) Association. 

• Postmasters’ Association. 
StateR^ilvray Coal Workers ’Union. 


Chiranjit Singh ^ 
A. P. Suri 


M. L. Chopra 
M. 8. Chakravarty. 


Mr. Cliakravarty 
,, Srivistava 
,, A. Sharma 
,, P. N. Etsan 
„ Doraiappon 


. 1 P^vemment of India Temporary 
J ■ Govt. Servants’ Association. 


:> 


^iReprssenting, the Chief Commis 
sioners, Delhi and Ajmerw 
Merwara 


}-Delhi Provinoe M. E. S. 

fodoration. 
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